ABSTRACT
INTERNAL PASTORAL CHANGES IN A GROWING CHURCH

By

John Kearns
The purpose of this study was to discover how
pastors of growing churches change internally- The
necessary functional changes for the pastor of a growing
church have been previously identified, but not all pastors
are able to make these &xternal changes

This study

researched the internal changes that are a necessary
prelude to changes in function. Church growth literature,
Scripture, and leadership literature from both the church
and the marketplace, were surveyed in order to lay the
groundwork for this studyThirty-two pastors were interviewed based on their
meeting the following criterion: pastoring a church during
the time that worship attendance rose from fewer than 150
to over eight hundred. Data analysis focused upon the
information from these interviews.
Major findings included 1) the issue of control is
clearly the dominant internal change with which most
pastors deal; there are three elements of control that
pastors face: releasing control, the emotions of control,
and staff issues related to control; 2) a pastor must

understand that his/her own relationship to God is crucial
to the growth and health of the church; 3) a pastor must
come to terms with the fact that lifestyle changes must be
made as the congregation grows; 4) church members and other
pastors were the greatest help and the greatest hindrance
to the pastor's internal change.
This research addresses the internal changes a pastor
must first make so that the necessary external changes in
function can also take place. This dissertation looks at
how a select group of pastors actually made these internal
changes as they grew large churches for the kingdom of God.
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Kearns I
Chapter I
Introduction
~The

best way to handle church growth barriers is to

adjust before you reach them, then they are not a problem."
As I stood in the hall of the Beeson Building, only a few
days after arriving at Asbury Theological Seminary, Dr
Dale Galloway's words provided more questions for me than
answers. I wanted to shout after him and ask for a list of
particulars. My denomination was counting on me to plant
and build an effective church. In order to do this I needed
to know the keys to overcoming these barriers of which
Galloway spoke. But I expected that the corning year of
doctoral study would bring answers in more appropriate ways
than shouting in the hall.
After nine months of doctoral work those barriers
became well-known to me. The year indeed did unlock a
number of treasures to use in the planting and running of a
new church. All church planters are indebted to people such
as Lyle Schaller, Bill Easurn, and George Barna, as well as
others, who have done extensive study and writing in the
field of starting new churches. We also learn much from
those like Galloway, Bill Hybels, and Rick Warren, along
with a host of other pastors who have started new churches
and have been effective in running them over many years.
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Much work has been done regarding the structural
barriers that can block the growth of a church. More will
be said in Chapter 2 regarding the specifics of these
obstacles. What struck me as unusual, however, was that,
while the literature dealt repeatedly with organizational
issues, little, if any, spoke to the inner, emotional part
of change on the part of the pastoral leader. A
congregation of fifty is not pas to red the same way as a
church of five thousand. The differences in pastoring must
not only be outward but also inward. What are the various
internal pastoral changes that a minister might go through
as the church grows and changes?
Internal pastor change refers to the willingness and
ability of a pastor to alter her/his attitudes,
expectations, assumptions, roles, and thinking in order to
pursue a goal. Virtually everyone enters pastoral ministry
with a system in mind of how ministry is to be done. This
system includes, but is not limited to, the role,
activities, responsibilities, and rights of the pastor and
the church members; an understanding of how ministry is to
be carried out, and by whom; and perceptions concerning the
relationship between pastor and members. The ideas of the
pastor are usually built upon experience, training,
tradition and education. When the system fails, or does not
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work as well as desired, the pastor is faced with the
choice of whether to continue with the old system, change
the old system, or replace it completely.
To continue with the old system is the safe choice,
particularly in a denominational church. This choice allows
the pastor to be seen as a supporter of the institution and
to blame influences beyond her/his control for the failure.
Continuing with the old system is also the easy choice
since the pastor can continue in familiar ways. However, it
is also the way to eventual death, both physical and
metaphorical. The death will be metaphorical in the sense
that the mission of the church, and presumably that of the
pastor, will have changed from one of outreach and healing
to one of merely self-preservation.

The death will be

physical in the sense that once this basic mission is
changed the church will eventually close its doors. If it
is clear that the system is failing, whether that system be
personal or organizational, then the church can look
forward only to more failure.
The willingness and ability of the pastor to alter the
system also leads to a death of sorts. The pastor abandons
the known for the unknown, the familiar for the unfamiliar,
and the secure for the insecure. The changing of one's
attitudes, expectations, assumptions, roles, and thinking
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about ministry is much like a rebirth. Quinn refers to it
as

~walking

naked in the land of uncertainty' (3)

The pastor who goes through this transition (or series
of transitions) is more concerned with the final goal than
with the structure and the mechanics. He/she is willing to
go through the pain of change so that the church will not
have to endure the pain of death. Therefore, in order to
make the church successful, the pastor is willing and able
to alter her/his attitudes toward ministry--how it is done,
where it is done, and by whom. Expectations of what the
pastor's job description is, what the members' activities
are, and how non-members are viewed are all up for reevaluation. Likewise every past assumption concerning the
role of the church is a candidate to be altered. Those
pastors who have made these transitions can be said to have
undergone internal pastoral changes.
Certainly pastors will experience these changes in
varying degrees, since no two people, or situations, are
identical. One of the interesting parts of the study was to
compare the experiences of pastors who have overseen
expansive church growth.
One of my assumptions is that the leadership of the
pastor is a key factor in the growth of the church.
Therefore, if the pastor cannot manage to make the
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structural changes necessary for the continued growth of
the church, then the church may stagnate. The pastor can
only make these external changes if the internal
transitions can also be made. So the inner shifts of the
pastor become a vital first step to the growth of the
entire church.
Little has been written on the subject of this first
step of leadership change. And without this first step,
there may be no further growth. Therefore, this study
researched the question: What internal changes does the
pastor of a growing church make to assist continued growth?
The following research questions are addressed in this
study.
Research Question 1
What are the internal changes a pastor must undergo to
foster continued growth in her/his church?
Research Question 2
What motivates these changes to take place?
Research Question 3
What are the obstacles to change?
Research Question 4
What resources help in the change process?
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The study looked at both religious and secular
literature regarding leadership change. It also explored
the work done in church growth studies, especially those
addressing the role of the leader. Finally, thirty-two
pastors of growing churches were interviewed to discover
the interior shifts they made during the growth of their
churches.
The one delimiting criterion for selecting the study
group of pastors is that participants must have been the
pastor of a church during the time the congregation grew
from a worship attendance of fewer than 150 to a worship
attendance of over 800. This criterion includes the first
two growth barriers identified in Chapter 2 that are
commonly agreed upon by most church growth specialists. Not
all of the subjects interviewed must currently be in this
poSition, but each must have fulfilled this requirement in
past ministry.
These interviews were conducted by telephone. Some
interviewees were in close enough proximity to interview in
person. However, to maintain consistency, all interviews
were conducted by telephone.
The interviews were then studied to discover patterns
that may be helpful to future church planters.
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My expectation was that there would be strong
similarities in the experiences of the thirty pastors. I
suspected that they each had passed through emotional
stages nearly as distinct as the structural stages through
which their churches had passed. Another expectation was
that the difficulties of passing through these emotional
stages were as varied as the pastors themselves.
The common desire of pastors who plant new churches is
to reach as many people possible with the life-changing
gospel of Jesus Christ. Galloway spoke of barriers to
church growth. To effectively deal with the barriers to
this goal, we must first identify them. My goal for this
project was to find the internal barriers which have
hindered the expansion of the gospel, barriers that
heretofore have gone undetected. Once they are discovered,
they more easily can be overcome.
Theological/Biblical Review
The Book of Acts is a study in continual change. The
geography changes from the book's opening near Jerusalem to
its closing in Rome. In between, many cities around the
Mediterranean basin are included. Socially, the church
changes from a small group in an upper room to a movement
that encompasses people in most of the known world.
Politically, the church goes through a roller coaster ride
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of change, enjoying times of peace and enduring times of
great persecution. The leaders of the young church were
also forced to change along with it. The explosive growth
of the Christian movement led to external changes in the
structure of the church as well as deep, internal changes
in the leaders themselves. We see these leaders altering
their long-held beliefs about who could relate to God, and
how that relationship was to be accomplished. They were
willing to make these alterations in order to accomplish
the goal of fully following God.
perhaps the most foundational and strategic of these
changes in the early church are recorded in chapters 8-11
of Acts. During the first seven chapters of the book, the
faith of Christianity was virtually the sole possession of
the Jews. The Messiah, the apostles, and the believers were
all Jewish. Much of the action in these first chapters even
takes place at the Temple. The entire ethos is thoroughly
Jewish. Beginning with chapter 8, the tight Jewish circle
starts to widen.
The apostles were in no apparent hurry to fulfill
Jesus' final command to be his

~witnesses

in Jerusalem, and

in all Judea and Samaria, and to the ends of the earth"
(Acts 1:8)

Through the first seven chapters they remained

in Jerusalem. As a result of the persecution that came with
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Stephen's execution (Acts 7), however, most of the people
in the church were forced to flee Jerusalem into the
regions described by Christ in Acts 1:8. Following the
dispersion, four conversions forever changed the character
of the Christian church.
Conversions
The first of these conversions carne when the
Samaritans received Christ at the preaching of Philip (Acts
8)

It is difficult to overestimate the depth of the

animosity between the Jews and the Samaritans. From the
time of King Rehoboam, when Israel split into the separate
countries of Samaria and Judah, the two peoples opposed
each other in matters of war, land, commerce, and religion.
When these Samaritans came to Christ and were undeniably
filled with the Holy Spirit, it created a significant
widening of the church's circle of fellowship.
According to Acts, Philip was sent into the desert to
encounter the Ethiopian eunuch. Although an adherent to the
Jewish faith, the eunuch represented a further broadening
of the church community

He was, after all, thoroughly

foreign. The fact that he was emasculated could only have
increased God's message of inclusion. While his physical
condition prevented him from becoming fully accepted in the
Jewish religion, Christ accepted him into the body of the
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church. This acceptance of the eunuch prepares the way for
the church to open its doors even wider in the future.
The third conversion was, of course, that of the
persecutor Saul on the Damascus road. This self-proclaimed
chief of sinners (1 Timothy 1:15) was an extreme example
that no one stood out of the reach of God's grace. In an
odd way, the circle of fellowship had been widened by
actually going backwards to include the most zealous of the
Jewish leadership.
Now the situation was ready for the fourth conversion,
a conversion that would rock the foundations of the church
and forever change its leaders and its people. When the
Holy Spirit came on Cornelius and the people at his house,
it marked the first time since the ascension of Christ that
Gentiles were included in the body of believers (Acts
10:44)

The Samaritans, the eunuch, and Saul all had clear

ties to Judaism. But Cornelius, while a devout God-fearer,
was not Jewish (Acts 10:1-4)

Now, undeniably, the message

of Jesus could, and must, be taken into the entire world.
The church had made a great leap toward fulfilling what
Christ had commanded it to accomplish.
It is interesting to note the degree to which God
worked supernaturally to orchestrate these last three
conversions. The Samaritans accepted through the preaching
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of Philip. However, with the conversions of the eunuch,
Saul, and Cornelius it was almost as if God could not trust
people to handle the task of salvation through normal human
processes. Several years had passed since Christ's command
to go to the ends of the earth in Acts 1:8, and the church
had made no significant effort to fulfill it. Widening the
circle of the church fellowship was so important that the
Lord intervened to make certain it would be done. Therefore
God sent Peter a vision that was repeated twice. Cornelius
was given one of the few angelic messages recorded in the
early church period. And the Holy Spirit was manifested in
a manner similar to Pentecost. No one who heard the story
could doubt the Lord's plan for extending his church. In
what ways did the leaders of the young church have to
change personally during these cataclysmic events?
Peter's Struggle
In Acts 10 ample evidence appears that the process of
change was a difficult one for Peter

He identifies the

vision as being from the Lord, yet he argues with the Lord.
Although Peter's protests to Jesus were fairly common when
they traveled together, one would think after Christ's
resurrection that Peter might be more submissive. Yet, the
thought of violating the dietary laws of the Jews was so
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repugnant to Peter that he objected to Christ's
instructions in the Joppa vision.
Another glimpse into Peter's struggle comes in his
opening words to the gathering in Cornelius' house:

~You

are well aware that it is against our law for a Jew to
associate with a Gentile or visit him' (Acts 10:28)

This

reveals the prejudice that Peter still harbored (Morgan
274)

The tradition he was breaking was so prominent in his

mind, so deeply rooted in his understanding of Scripture,
that he could not help but blurt out the fact as soon as he
entered the house. These changes in the make-up of the
church were not easy for Peter to accept. But as a leader
of the young church, it was vital for him to embrace this
radical new movement. Morgan observed long ago,

~It

was

necessary that he (Peter], and those associated with him
should discover the fact that the old economy had been
swept away by fulfillment; and that now without rite,
ceremonial, or ordinance of Hebraism, men might come into
living relationship with Christ" (268)

Why were these

changes so difficult for him? And why did Peter decide to
accept the changes?
Change is difficult for most people to accept. Dale
Galloway says,

~People

will resist change but they will

adapt to change, given time"

(Class)

The more important an
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issue is, and the more deeply ingrained in culture, the
more difficult it is for people to change. Peter was
dealing with a concept that had been prominent in the
heritage, identity, and religion of his people for several
thousand years. This core value had kept the Jews together
through slavery, exile, defeat, and humiliation. One might
say it was the glue that held their nation together as one
people. This rock on which the Jews stood was the idea that
God revealed himself only through Jewish culture and that
people could respond to God only through Jewish culture
(Kraft 179-87)

As Edward Murphy put it, for a person

~to

know God he had to become a Jew. Men would be converted to
Jewish culture before they could become converted to the
Jewish God, the one true

Go~'

(313-15)

This idea is

illustrated in Figure 1. People hear from God and reply to
God through the conduit of Jewish culture.

God reveals himself
Only through Jewish culture.

Gentile

Gentile

culture

culture

Humans respond to God
Only through Jewish culture.

Figure 1
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Contextualization and Choice
Peter was dealing with a paradigm shift so enormous
and so deep that we may not be able to grasp its full
emotional and cultural impact. Through Peter and Cornelius
God was again changing the way he dealt with humanityInstead of using one ethnic and cultural group as a
mouthpiece, God would deal with any person, of any culture,
anywhere on the earth. God would

~reveal

Himself to them

within the context of their own culture" (Murphy 315)
Figure 2 illustrates God communicating to people through
multiple cultures.
God reveals himself through

People respond to God.
Figure 2
God is a social being, but not a cultural being. He is
supra-cultural (Murphy 316)

Since Acts 10 the church has

had .to corne to terms with how God has reached into various
cultures in order to reach people's hearts.

~The

climax of

this divine contextualization was the incarnation" (Murphy
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311)

The concept of contextualizing the gospel is

prevalent in today's theological education, but Peter had
to learn for himself, in the field, in a very difficult
situation. What did his decision include?
Perhaps the key element in the account, at least from
Peter's perspective, is captured by L. T

Johnson. He

believes that each stage of Peter's understanding was
reached by a decision to follow God (187)

God had made the

instructions clear for Peter, but he still had to make a
decision to obey; he was not forced. Johnson says that
Peter and his fellow believers struggled to understand what
God was doing (187)

That is probably understated. God, not

the apostles, initiated each major transition in Acts. No
apostolic committee planned Pentecost, the healing of the
beggar, or the persecution of the church. Supernatural
intervention brought the Ethiopian, Paul, and Cornelius to
faith in Christ. Meanwhile, the apostles spent much of
their time trying to understand and to catch up to what God
was doing. This is a timeless principle; find what God is
doing and join it. Recently Henry Blackaby has made the
concept popular again with his work Experiencing God.
Peter had the same choice that all church leaders
face. The choice lies between continuing in the way that is
comfortable and familiar or turning in obedience to the
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leading of the Lord to reach people in a new way. In fact,
the choice for Peter went much deeper

For centuries the

Jews had been taught that God worked in a specific,
unchanging way- That way was meticulously described in the
Scriptures and in the scribal tradition. To go outside
those prescribed boundaries was tantamount to heresy- To
disobey the laws forbidding Jews to enter the house of a
Gentile was a wrenching decision for Peter. Following the
Lord's leading into a new way of ministry will likewise be
difficult for every innovative leader. Before Peter brought
this good news to Cornelius, God had to work a change in
Peter

The gospel could have come to the Gentiles in any

number of ways. God chose to use Peter and in the process
to also change him. Peter allowed this change by his
obedience and because of his decision the entire church was
changed.
Johnson helps us to see how deeply Peter changed
between Joppa and Caesarea.
A fundamental step is taken when Peter crosses
the threshold. But a still more decisive turn is
taken when Peter asks Cornelius to tell him why
he was summoned. Peter is ready to have
Cornelius' recital of his own experience
illuminate and amplify the meaning of Peter's
personal vision. (194)
The fact that Jews were not to associate with Gentiles is
well known. Contact would cause the Jew to be ceremonially
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unclean and thus unable to take part in the religious
ceremonies which were such a part of their lives. Peter
interpreted the sheet of unclean animals in his vision
(Acts 10:9-16) to mean the unclean Gentiles.
By going to Cornelius' house, therefore, Peter turned
his back on the very core of the Jewish understanding of
God. This core belief had sustained his people for many
centuries. It was a stellar act of obedience. However, his
interaction with Cornelius reveals the depth of both
Peter's change and his humility. Peter not only allowed
Cornelius equal time, but he actually opened himself to
learn from Cornelius. He allowed the Gentile's vision to
inform and shape the understanding of his own vision. Here
Peter seemed to understand that even though he was one of
the

~chosen

peopleH of the Jews and even though he was one

of Jesus' inner circle, the picture of what God was doing
must be painted together with this Gentile.
This change to become open to God's working in new
ways goes deep into the heart of a leader. Peter showed the
obedient, humble spirit of a true servant leader

He was

more concerned about following God and about those he came
to serve than he was about his position, reputation, or
future. This is Peter at his best. This is leadership at
its best.
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Peter arrived at this position, not by a one-time
decision, but through a progression of seeing God gradually
widen the circle of people with whom he is in fellowship.
The four conversions served as stairsteps to lift Peter and
the church to new heights of Christ-likeness. From this
vantage-point, they can more clearly see God and his image
of what the church should be.
At this point, Peter has undergone the first deep
internal pastoral change in the Christian church. He has
been willing to alter his attitudes, expectations,
assumptions, roles, and thinking in order to pursue the
goal of following Christ.
Cost of Change
Immediately, when Peter returned to Jerusalem, some in
the church criticized him because he

~went

of uncircumcised men and ate with themN

into the house

(Acts 11:3)

The

cost of change can be considerable, and usually the greater
the change, the greater the cost. In order to renew God's
covenant with people, Jesus had to give his life.
Peter was not required to die physically, but there
were costs to be paid. We do not see him on the stage much
after this incident. In the first twelve chapters he was
the major character in the Book of Acts. In the last
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sixteen chapters Peter appeared only once. In chapter
fifteen he was at the Jerusalem Council.
Interestingly, at the Council his only comments
referred to the incident at Cornelius' house. Peter did not
appear to be the leader he was in the early chapters of
Acts. It was Peter who stood up when a new apostle was to
be chosen, Peter who stood up to preach at Pentecost, and
Peter who spoke to the Sandhedrin along with John. But at
the Council James pronounced the decision with regard to
circumcising Gentile Christians (Acts 15:19)

Could it be

that Peter paid a price for being God's change agent? Did
he lose the respect of the Jewish Christians in Jerusalem
he once held?
Summary
Chapters 8-11 of Acts reveals the changes church
leaders must sometimes make deep in their own lives in
order to follow the leading of the Lord. These changes may
well go against what the culture has taught as right,
perhaps even against what the church has taught as right.
There can be deep costs to pay along with the deep change-costs in relationships, prestige, even one's life.
What then are the advantages of risking change? The
advantages are threefold. First, through obedience the
minister may be used by God to reach new people in new
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ways. This is how the kingdom continues to grow. Obedience
is the essence of the command Christ gives in Matthew 28:19
and in Acts 1:8. Second, through obedience the individual
is brought into closer relationship with God. The rewards
for this obedience are great. We experience a peace and
fulfillment that nothing else in life can provide. Third,
through obedience we fulfill the normal expectations of a
follower of Christ. All of Scripture, from Eden to the New
Jerusalem, moves the people of God toward following the
commands of God. Through obedience we are simply following
the natural expectation of the Scripture for Christians.
Change is necessary to embody the gospel of Jesus Christ.
Church history is filled with examples of people who
have followed in obedience. Peter, Mary, Moses, Augustine,
Luther, Hudson Taylor, and others have opened the way for
those behind to follow their examples into places of deep
change for God. They were deeply changed and as a result of
their changes the church has been greatly blessed.
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Chapter Two
Selected Review of Literature
Reviewing literature on internal pastoral change
proved to be difficult, as there has been little study of
this specific subject. However, there are some closely
related fields from which we can draw. The area of church
growth has documented several common barriers with which a
church must deal if it is to grow- This literature was
looked at closely

There is also material in marketplace

and Christian literature relating to leadership. The author
reviewed this literature for. aspects relating to internal
change. Finally, the study looked at a personal account of
internal pastoral change from a minister who pastored a
congregation from zero to over two thousand in attendance.
Though the literature may not relate directly to how a
pastor must alter her/his attitudes, expectations,
assumptions, roles, and thinking as they pursue a goal, the
review offers important insights into this process of
internal pastoral change.
Structural Changes
Respected authors--including Carl George, Lyle
Schaller, Peter Wagner, and others--have studied the
structural changes necessary for a church to grow.
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John F

Anderson of First Presbyterian Church, Dallas,

Texas, used the terms shepherd and rancher to describe the
role change a pastor must make when the congregation passes
a certain size. His description appeared in Lyle Schaller's
book, Survival Tactics (53)

These terms have become catch

phrases for a new way of looking at the roles of pastoral
ministry in growing churches. Schaller says that, while in
the shepherd role, a pastor is directly concerned about and
personally involved with each member of the flock (53)

In

contrast, "a rancher style of pastoral leadership accepts
the responsibility for making certain that additional new
groups are created but does not accept the responsibility
to shepherd each groupN (53)
Carl George gives ten characteristics of a pastor in a
shepherd role (92):
1. Primary Caregiving
2. Overestimated Significance
3. Expectation Drivenness
4 Availability
5. Performance
6. Role Comfort
7 Poor Delegating Ability
8. Poor Planning Ability
9 . Individualism
10. Ignorance of Trends
By contrast the ten characteristic of the rancher are:
1. Emphasis on the Big Picture.

2. Take-Charge Competence
3. One-Another Ministry Expectations
4. Group Focus
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5. Flexible Supervision
6. Outcome Objectives
7 Large-Picture Focus
8. Role Creation
9. Non-dependency
10. Managerial Skills (92)
Schaller did not say in Survival Tactics when the
change from shepherd to rancher needs to happen. After he
broke ground with this concept, many have undertaken to
discern both the various levels at which a senior pastor
would need to make role changes and what different roles
might be necessary. Predictably, the conclusions vary but
some general parameters have emerged. George (132), Wagner
(130), Schaller (Seven-Day 117), Bill Easum (63) and George
Hunter all observe the need for a significant shift
occurring around the two hundred level of attendance.
According to Hunter, in a congregation of up to two hundred
one pastor can minister to everyone. But above that size
the needs of the congregation become too great for one
person to handle. Then the pastor must transition to
becoming a rancher. The chief task is to guide others to be
the primary caregivers. If this is not done then new people
will not feel cared for and the church will plateau in
size.
The next consensus level is eight hundred to one
thousand in attendance. According to George, at this point
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the pastor must become the
in the church (165)

~prime

initiative taking force"

Hunter concurs, saying that the

primary job of the pastor becomes more of a
specialist/visionary. The importance of preaching
increases, particularly as a way to cast vision. Someone
else must now take over the role of managing the various
ministries.
Bill Easum has his own descriptions for these pastoral
roles (63)

He calls the first level, up to two hundred, a

~versatile

partner." This style of ministry is personal and

time-consuming. The

~CEO

Delegator," Easum's designation

for the pastoral role of one whose worship attendance has
climbed to eight hundred, oversees others who do the actual
work of the ministry. Finally, the mega-church requires a
pastor who is the

~Chairman

of the Board." This role

concentrates on preaching and strategizing for the
continued development of the congregation.
Eddie Gibbs describes this progression of roles as the
movement from foreman to supervisor to management (380-84)
As a foreman, the pastor is

~hands-on"

in the work of

ministry. In the role of supervisor, he/she makes sure that
others, do the work of ministry

They are only one step

removed from direct ministry to the church members.
Assuming the role of management, pastors move more into a
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role where they set the vision for the organization. Gibbs
further divides his management levels into middle
management, top level management, and chair of the board depending on the increasing size of the church.
Hence we may observe some agreement among experts, at
least with regard to the trend that must take place in how
a pastor structures his/her role for church growth. That
trend takes the pastor away from hands-on ministry to
individual church members. More time is spent in
supervising and strategizing for future ministry. This
trend is difficult for most pastors.
Typically one enters the pastorate with a heart to do
ministry with people face to face. Pastors want to see the
results of their work. As one moves further away from the
so-called front line of ministry, internal issues begin to
surface and these must be addressed. The next two sections
focus on these issues.
Internal Changes
Marketplace Literature
Leadership has been a topic of interest in the
marketplace for some time. Many similarities connect the
roles of corporate leaders and pastors of growing churches.
Each heads an expanding organization. Any group that grows
has similar structural relational issues with which to
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deal. It is wise then to look at what the marketplace has
to say regarding this issue of the internal change of a
leader.
In his classic work, Stogdill's Handbook of
Leadership, Bernard Bass contends that leadership is a

universal human phenomenon. He quotes H. L. Smith and
Krueger who

~concluded

that leadership occurs universally

among all people regardless of culture" (5)

However, even

though it is a constant throughout all groups, leadership
is not well understood or defined in transcultural ways. J.
M. Burns, Bass' mentor, says

~leadership

is one of the most

observed and least understood phenomena on earth" (5)

Let

us then take a look at how leadership is defined in our
societyDefinitions of Leadership
Although the concept is old, according to Bass the
word

~leadershipn

did not appear in the English language

until the first half of the nineteenth century (7)
Therefore, our definitions will be fairly current.
James Kouzes and Barry Posner say leadership is the
art of mobilizing others to want to struggle for shared
aspirations (28)

Key to this definition is the

relationship between leader and follower. Leaders act not
only as energizers to ignite the passions of the followers,
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but they also articulate a shared vision of the future.
Kouzes and Posner see leadership as a performing art, not a
position. Increasingly people do not want to follow
positions. They want to follow people who are engaged in a
process. This aspect of relational leadership may become
more important as we deal with younger generations that
place a great deal of emphasis on relationship and process.
For Peter Drucker, leadership is responsibility. A
leader is someone who has followers and leads them to
the right things" (55)

~do

Drucker also touches on this aspect

of relationship as he talks about the importance of the
leader being highly visible and setting an example for the
followers. But for Drucker results, not popularity, form
the bottom line.
Bass has chronicled the shift in the thinking about
leadership that has taken place this century {9}
in the twentieth century, people such as F

Earlier

H. Allport, and

Warren Bennis considered leadership to be inducing others
into compliance with one's own desired ends. In later
decades the thought changed to seeing leadership more as
the use of influence. This marks the work of people like J.
B. Nash and R. M. Stogdill (9)

The thought is echoed by

Harold Reed as he quotes Terry and Hanson,

~Leadership

is

the act of one person influencing another, or others" (11)
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But Reed's favorite definition comes from General Dwight D.
Eisenhower:

~Leadership

is the ability to get a person to

do what you want him to do, when you want it done, in a way
you want it done, because he wants to do it" (21)
Eisenhower's definition incorporates the ultimate use of
both definitions.
One understanding of leadership from the marketplace
is the ability to influence others. The more influence one
has over the greater number of people, the greater their
leadership.
Expectations
What do people in the marketplace expect leaders to
accomplish? Bennis says leaders for the twenty-first
century must keep in mind three things (xii),

~First,

staying with the status quo is unacceptable." We are in a
day when the only constant is change. The leader is
expected not only to be at the forefront of what is new,
but also to be the one to usher it in.
Second, the leader must be able to generate
~intellectual

capital." Intellectual capital refers to how

one deals with subordinates. Influence is gained by

~by

empowering them, by supporting them, by getting out of
their way." Again, the importance of relationship emerges.
The days of the dictatorial leader are vanishing. People
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today demand that their leaders understand and appreciate
them.
Third, and most important, followers want direction,
trust, and hope from their leaders. These emerging
leadership trends are in keeping with the generational
shifts we see in the world today. I believe that people
have always desired these elements from their leaders.
Perhaps we live in a time where there is more distribution
of power so that the wants and needs of the people must be
heard.
Kouzes and Posner conducted studies on four continents
in both 1987 and 1995 to determine the characteristics
people look for in leaders they admire (21)

The same four

attributes came to the top in both studies. The quality of
honesty was first, followed by forward-looking, inspiring,
and competent. All of the top three were desired by the
subjects of the study at higher levels in the 1995 study
After eight years there was little change in the
characteristic that followers wanted of their leaders, in
fact, their desire for these characteristics only
intensified. The first three attributes of leaders deal
with relational aspects: trust, security, and an ability to
feel as if they are in good hands with those who are
leading them.
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What is expected of leaders in the marketplace? Robert
Greenleaf put his finger on one answer in his book, Servant
Leadership. People have always wanted their leaders to

evidence a mindset of giving instead of taking. When
leaders are servants, they model the attitude and action
for their followers. Greenleaf helped to change the way
people think about leadership in the marketplace. This
attitude must be even more present in the church comrnunityLeadership Change
Tom Peters says, "Change must become the norm, not
cause for alarm. To up the odds of survival, leaders at all
levels must become obsessive about changeH

(560)

He

believes that everyone should be evaluated on his or her
love of change (561)

Books such as Alvin Toff1er's FUture

Shock and John Naisbitt's Megatrends sounded prophetic

calls about the phenomenal rate of change that our Western
culture has undergone in the last three decades. The
outward or structural changes a leader must make in order
for organizational growth have been well documented.
However, one related topic that has been virtually
untouched by serious scholarship is that of internal
changes a leader must undergo as he or she fosters external
changes. One of the very few works I found in this field is
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Deep Change: Discovering the Leader Within, by Robert E.

Quinn.
Quinn agrees with the assertion by Peters, that change
is inevitable and must be welcomed. But Peters' approach
seems simplistic. For most personality types change is
difficult (Keirsey, Calvert)

It requires the readjustment

of our patterns of thought, action, and reaction. Quinn
contends that the real problem with change is that we lose
our sense of alignment and control (6)

The question is how

to handle this. His proposal goes against what might be
considered the normal route. He advocates not merely
topical change but deep change, not changing as little as
possible, but thoroughlyDeep change differs from incremental change in
that it requires new ways of thinking and
behaving. It is change that is major in scope,
discontinuous with the past and generally
irreversible. The deep change effort distorts
existing patterns of action and involves taking
risks. Deep change means surrendering control.
(3 )

Quinn deals with the individual's internal workings
that accompany deep change. If we know our world is
inevitably changing, why do we tend to resist it? He says
it is because we prefer the familiar. "We do not tend to
choose the healthy alternative (change)

We actually seem

to prefer slow death. Slow death is the devil we know, so
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we prefer it to the devil we do not know" (24)

This

tendency to choose the familiar is longstanding in humans.
In Hamlet's famous soliloquy, Shakespeare wonders whether
fear "makes us rather bear those ills we have than to fly
to others we know not of" (214)

For a leader to embrace

fundamental change requires that he/she be willing to
abandon the known for the unknown. This is particularly
difficult since the leader ascended to the position in the
old context. Change may seem self-defeating.
For Quinn, the most difficult thing to comprehend
about deep change is the affect it can have on
relationships (11)

We are quick to see the areas of needed

change in others, but slow to realize our own need.
Personal change is frightening because it means that we
give up control (3)

To change in deep ways means to risk

being misunderstood by those who are important to the
person. Such change means being much more unsure of the
outcome. It means possible loneliness and pain.
Few of us think about the pain suffered by those
who dare to serve with both their heads and their
hearts. This pain is considerable. The few times
that I have become adventuresome and assimilated
the transformational worldview, I have found the
loneliness and pain of leadership nearly
unbearable. (177)
Why then should a leader risk possible problems of
making deep, internal changes? Many leaders have the
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natural ability to provide for themselves. What is the
motivation for stepping out into these uncharted waters?
Quinn answers this question:
I suspect that such people have discovered that
the pain of leadership is exceeded only by the
pain of lost potential. They understand that
excellence is punished, but they have developed a
value system that provides no acceptable
alternatives. (177)
Perhaps it is the nature of leaders to

~push

the envelope,"

but advances are not made without some internal bleeding.
Quinn does not leave us with only the difficulties.
There is good news regarding deep change. Change is a
cycle. What is new becomes routine. Quinn calls it
Transformational Cycle"

(168)

~The

Change begins as a desire.

This desire can give way to fear of failure in which case
the cycle is immediately aborted. If fear is overcome,
desire grows into vision. Vision can be frittered away into

illusion or can be channeled into experimentation. Here the
initiation phase passes into the uncertainty phase. The
danger at this point is panic. If the course is maintained
then insight is attained, which then leads to confirmation.
Now begins the transformational phase. Once the process is
this far into the cycle, a synergy takes place which can
lead to exhaustion. Assuming exhaustion is avoided mastery
is developed which becomes routinization. This is the
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routinization phase. Once something is routine desire for
change eventually develops and the cycle will begin anew.
The figure below shows how the process might look (Quinn
168) .

The Transformational Cycle.

Figure 3
So, we have seen at least one thoughtful view from the
marketplace on how a leader must change internally. We now
turn to views from the church world in order to focus our
study on the pastoral condition.
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marketplace. How does the church itself view the topic of
leadership?
Definitions of Leadership
In his far-reaching book, The Dynamics of Leadership,
Harold Reed says,

~Leadership

is the act of one person

influencing another, or others" (11)

John Maxwell follows

this line of thought, but simplifies the definition. He
says plainly,

~Leadership

is influence. The one who

attracts and influences others is the leader" (1)
Robert Clinton provides more of a theological aspect
in his definition,

~Leadership

is a dynamic process in

which a man or woman with God-given capacity influences a
specific group of God's people toward His purposes for the
group" (14)
Dale Galloway, a great example of one who has
effectively practiced church leadership says,

~Leadership

is the ability to be out in front of a group, setting goals
in accord with God's will and enlisting the harmonious
efforts to the group to achieve these goals" (class)
Finally, Fred Smith provides a somewhat homey
definition: "Leadership is getting people to work for you
when they are not obligated" (117)

Kearns 36
Types of Change a Pastor Will Face
Perhaps Maxwell has done as much as anyone to
popularize the area of Christian leadership. His book,
Developing the Leader within You, has several helpful

insights. One aspect of Maxwell's book is particularly
useful to this study
leadership (12)
rights

He develops five ascending levels of

The first level is position; it deals with

People will follow because they have to. You may be

the boss, or the teacher, or hold a similar position of
leadership, but people will not follow you beyond those
parameters. The second level is permission, which deals
with relationship. People will follow because they want to.
The next level is production; it deals with results.
Followers come because the leader has shown productivity to
the organization. People development is the fourth level;
it has to do with the leader's ability to form others into
productive leaders.

People follow because of what the

leader has done for them. Finally, personhood is the top
level and has to do with respect. At this level others
follow because of who the leader is and what the leader
represents.
A pastor is inevitably a leader. Maxwell's scale is
helpful in looking at how ministers need to change and grow
in their roles as pastor and leader. If the pastor
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stagnates at any of the lower levels, the ministry will
also stagnate. These levels of leadership are, then, a type
of inner change that must be made by the pastor/leader.
According to the structural changes previously
discussed, a pastor must move to increasing levels of
delegation in order to grow a large church. Reproduction of
others to do the bulk of the ministry work is vital to
every large church model. Using Maxwell's leadership scale,
the pastor must achieve at least the fourth level to be
successful. Even if level three were attained, one person's
production would not be able to build or sustain a large
congregation.

The hierarchy of leadership is one type of

change that leaders face, but it is not the only kind.
According to Thomas Bennett, we must look for four
kinds of change: structure, technology, behavior, and
assumptions and values (21-27)

While all four have aspects

of inner change associated with them, the first two are
basically outward changes. The third, behavior, is a result
of inner change.
Assumptions and values most closely parallel the
interests of this paper. Bennett emphasizes the importance
of group leaders' being able to identify their own values
and assumptions. Unless they have clear insight into the
values and assumptions that guide their own behavior, they
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may be not only ineffective leaders, but they may actually
be destructive to others. A change in values and
assumptions is essential before the behavior of either an
individual or an organization can be transformed
substantially.
Lyle Schaller says there are three major types of
change: modernization, transformation, and adaptation
(Change Agent 34)

Pastors need to recognize and be

prepared for change to come in all three of these areas.
The tidal wave of modernization continues to break over our
lives. Not only is it impossible to escape but avoiding it
will cost many missed opportunities for ministry- If
ministry is important, then church leaders must embrace and
lead the way in the use of modern technology as a ministry
tool.
Adaptation is the acceptance and internalization of
change. Without this step no permanent change takes place.
While acceptance and adaptation of modernization may
require some internal change in the pastor, they are
primarily outside agents. The transformational aspect most
applies to this study. Any deep change will, by definition,
be transformational. The unwillingness of many people to be
transformed inhibits continued growth. What are some of the
possible reasons for this inhibition?
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At least three major risks lurk in any innovation
according to Drucker (Landmarks 46-50)

One or more of

these risks may be judged by the pastor/leader to be too
great for the benefit derived. The first is that the new
venture might make current practices and patterns of
operation obsolete. Second, it might fail. Third, it might
succeed but may create new problems. Each of these three
risks will consciously or unconsciously be weighed by the
leader. Any of the three alone have the power to derail a
new innovation. The risk involved is perhaps the greatest
reason that change is not embraced.
Peter Wagner contributes to this discussion with his
list of prices that a pastor must pay for growth in the
church (Leading 46-63)

He believes the most important

price a pastor must pay is to take the responsibility for
growth in the church. Church growth begins with the pastor.
Taking that responsibility requires a deep level of
personal commitment. This decision falls into the category
of the inner change a pastor must make in order to grow the
church, and it is the key decision in Wagner's mind for
church growth:

~Make

no mistake about it. Most church

growth starts with the pastor" (46)
Wagner helps further by asking why some pastors are
not willing to pay the price. He concludes that the risk of
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failure is the first reason why many pastors fail at this
point. Secondary reasons are lack of training and
insecurity about God's calIon their lives. The risk of
failure is an area of inner life that must be dealt with in
this study.
Robert Clinton's book, The Making of a Leader,
provides helpful insights into the internal barriers of
change that all pastors face. In his chapter on

~Ministry

Maturing Process,# Clinton offers a brief but helpful
section on the leader's decision to change and grow in
her/his spiritual life:
Recognizing and responding to God's direction in
the process items of prayer challenge, faith
challenge, and influence challenge indicate
significant development in the discernment
function. Plateaued leaders rarely discern or
respond to this challenge cluster of items
Leaders often reach a point in the later stages
of the Ministry Maturing phase in which their
development seems to be arrested. This is the
plateau barrier. Leaders have a tendency to cease
developing once they have some skills and
ministry experience. They may be content to
continue their ministry as is, without discerning
the need to develop further. (114-15, italics
mine)
Pastors become content in the skills and experience
they have and cease developing. The key word here seems to
be

~content.#

If a person is content then there is little,

if any, motivation to initiate or even to accept change. As
Quinn said, people choose the slow death that they know
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over what they do not know (24)

If pastors accept this

plateau barrier in their relationship with God, how can
they be expected to push on through deep changes that
involve the growth of the church?
Clinton categorizes leaders into four groups in
relation to how they process through ministry development

(201)

The first group includes the drop-outs. Quite a few

simply quit the ministry as a reaction to the calling of
God to continue deeper in relationship and commitment. The
second group, plateaued leaders, is the largest. These
pastors remain in their positions and ignore the ongoing
call of God to grow. I believe this group is the most
tragic and the most harmful. They have allowed an important
part of their relationship with God to die, yet they
continue to lead people spiritually. A few will be in the
third group, the disciplined. They regiment their
relationship with God into duty- They grow, but the growth
is more mechanical than relational. The final group
consists of those who continue to grow in relationship with
God and finish well. This is the smallest subset of a group
that theoretically began as a group completely committed to
the Lord.
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One Pastor's Story
A most relevant source of information came from RevJeff Spiller in a talk given to our Beeson Class following
a dinner for the Beeson Clergy Council. His topic was

~How

I have changed as a leader as my church has grown."
Spiller planted a church in Mobile, Alabama, in 1980, which
now averages over two thousand in weekly attendance. He has
led his church through the barriers this study examined.
Spiller listed fourteen specific changes he has had to make
in the process of growing his church to its present size.
(A copy of his points is included as Appendix

D.'

Spiller listed his changes in random order with no
attempt to categorize. He, like many successful church
planters, seems to be an intuitive thinker rather than a
linear thinker. But his comments do seem to fall into
several broad sections.
A prominent theme in his journey of change is personal
security. Spiller's first point is that his sense of
identity and worth must not be too closely linked with his
role as pastor. He said that he "must be mature and secure
enough to separate.# It is easy, if not natural, for
pastors to see themselves completely enmeshed in the
church.
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Spiller also had to give up his fear of failure. We
have seen this problem repeatedly in the leadership
development literature. Getting past the fear of failure is
an important and difficult change for a leader to make. In
addition, he also had to change the idea that everyone
would like him and go along with the changes he made. This
is an enormous shift to make for those who have personal
insecurities.
Another category for including several of Spiller's
changes is that of

~control.n

In his first pOint, he

includes the statement that a pastor

~must

be able to give

up ministry to laity-" Why should it be difficult for the
pastor to let other people do their work? It is difficult
because they would no longer be in control of the ministryAllowing laity to do the work of the ministry can feel like
loaning a new Jaguar to a teenager. The owner is not in
control of a precious thing that is supposed to be her or
his transportation. Another change in this same line of
control is that

~life

could no longer be simple and in

order." The complexity of a growing church means the pastor
has to give up the right to know everything, much less
control everything. In addition, Spiller said that he

~had

to give up his need to be in touch with everything going
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on" in the church. Again, this loss of control is a
difficult change for many pastors to make.
Personal sacrifice was implicit in many of the
comments Spiller made. In order for the church to grow he
was forced to give up some of the ministry activities that
were joys for him. No longer could he visit everyone's
house and know the name of all his members. He could not be
at the hospital bed of everyone he wanted to see. These are
painful things to give up for one who enjoys ministry. He
also changed the worship style and his own preaching style
in order to attract more of the unchurched. These too are
deep changes for a minister steeped in tradition.
Perhaps the underlying change in what Spiller shared
was growth in faith. This ties in to Clinton's process of
ministry maturation (114)

God challenged Spiller to step

out further in faith and he has been willing to do that.
This is revealed in his change

~from

hiring the staff they

could 'afford' to hiring the people who could take them
into the next century and who would stay with them for
several years." Spiller's faith development is also seen in
his last two comments. He is more willing to accept how God
works in people's lives, particularly with situations out
of his comfort zone. And finally he says,
underestimate God. Just hang on."

~Do

not
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Spiller's address gave me my first real glimpse into
the deep, personal, inner changes that all pastors must be
willing to go through in order to take a church to higher
levels of ministry and outreach. He was willing and able to
dramatically alter his attitudes, expectations,
assumptions, roles, and thinking in order to pursue the
goal God had given him to make disciples for Jesus Christ.
These changes are surely similar to what leaders of any
growing organization experience; whether the field is
business, government, performing arts, or sports. But this
study is dedicated to pastors of growing churches, and
Spiller's insights whetted my appetite for original
research.
Summary
The literature review has been fruitful. It has shown
several areas of probable internal pastoral change, as well
as potential motivation for that change.
In the marketplace literature Quinn spoke of the
difficulty leaders had in giving up control and losing
alignment during times of deep change (6)

Perhaps even

more difficult can be the deterioration of relationships
when others, particularly those important to the leader, do
not understand the changes being made, nor the reason for
those changes (11)

Wagner wrote of the fear of failure
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which must be overcome in so many pastor/leaders (Leading
46-63)
Interestingly, Spiller includes each of these in his
list of internal barriers. To them he adds the difficulty
in surrendering the joys of ministry and the idea that
everyone will like him. He also included a deepened
spiritual life.
This literature review provided a set of expectations
for which to look in the interviews. But the literature
also gave possible motivations for enduring the trouble of
change. Bennis concluded that for some leaders the status
quo is simply unacceptable (24)

Clinton arrived at a

similar conclusion from the opposite angle. Those pastors
who refuse to undergo continued growth are the ones who are
content to remain in their comfort level of competence and
ministry (114)

By reversal, those who are willing to break

through internal barriers find their motivation in an
innate unwillingness to be spiritually stagnant.
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Chapter 3
Design of the Study
Purpose of the Study
The problem addressed by this study lies in the area
of the inner change needed by the pastor/leader of a
growing church. As a congregation increases in size the
pastor must alter the way he/she works in order for
ministry to be carried out. This study identifies what
these different changes are and how various pastors handle
them.
Scripture gives some indication of how leaders in the
early church dealt with change. We can look at adjustments
the first Christian pastors had to make as the church grew.
This study seeks to find out how pastors today are dealing
with the rapid and often drastic changes they encounter as
their churches increase in size.
Statement of Research Questions
This study centers on the following four research
questions. They were developed from the above stated
purpose.
Research Question 1
What are the internal changes a pastor must undergo to
foster continued growth in her/his church?
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Research Question 2
What motivates these changes to take place?
Research Question 3
What are the obstacles to change?
Research Question 4
What resources help in the change process?
Subjects
There was only one delimiting criterion for selecting
the study group of pastors. Participants must have been the
pastor of a church during the time the congregation grew
from a worship attendance of fewer than 150 to a worship
attendance of over eight hundred. This criterion includes
the first several growth barriers identified in Chapter 2
that are commonly agreed upon by most church growth
specialists. Not all of the subjects interviewed were
currently in this position, but each had fulfilled this
requirement in their past ministryThirty-two pastors were selected based on the above
criterion. At least thirty were necessary to provide a
sufficient number for the data to be analyzed at a
confidence level of

p~.05.

At this confidence level the

results can then be significant for the general population.
Several resources were used to build a pool of names
from which the interviewees were selected: (1) pastors
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known personally by me; (2) networking conversations with
other pastors and colleagues;

(3) contacts made through

participation in the Asbury Theological Seminary's Beeson
Program; (4) the Tuscaloosa County Baptist Association;

(5)

the United Methodist Board of Discipleship; and (6)
interviewees.
Since I am an elder in the United Methodist Church,
the largest portion of the participants came from that
denomination.

Also, a larger percentage came from the

southeastern part of the country, as that is my home
region. However, effort was made to include data from other
regions and denominations
Instrumentation
Two instruments were used for the interviews. The
first was a background questionnaire (Appendix A), which
provided information about the pastor's education, length
of ministry, personality profile (if available),
denominational affiliation, spiritual gifts, support
system, location, and contact details. The background
information helped to establish the personal and ministry
context of each pastor and to provide clues for the
interpretation of responses given in the interviews.
The second instrument used in the study was the
interview questionnaire (Appendix B)

Each of the
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participants were asked a series of six questions developed
from the research questions. These answers formed the core
data from which the conclusions of this study were made.
A preliminary administration, of both the interview
questionnaire and the background questionnaire, to three
pastors helped determine the timing required; also
suggestions for revising the instruments were made.
In order to achieve consistency throughout the
interview process, I followed the criteria set forth below
by Floyd J. Fowler:
1. Read the questions exactly as worded. 2. If the
respondent's answer to the initial question is not a
complete and adequate answer, probe for clarification
and elaboration in a non-directive way; this is, in a
way that does not influence the content of the answers
that result. 3. Answers should be recorded without
interviewer discretion; the answers recorded should
reflect what the respondent says.
4. The interviewer
communicates a neutral, nonjudgmental stance with
respect to the substance of answers. (Fowler 33)
Data Collection
The following steps were used in the process of data
collection. I followed these steps in order to improve the
confidence of the study.
First, only those persons who meet the criterion under
Subjects were chosen to be interviewed.
Second, those chosen were contacted either by phone or
letter and were requested to participate in the interview
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process. A letter was then sent to explain to each
participant the purpose of the study and the role he/she
played in the process (Appendix C)
Third, the background questionnaire and the interview
questionnaire were sent to the participants. They were
asked to fill out the background questionnaire prior to the
actual interview. The interview questionnaire was sent to
stimulate their thinking so that their answers might be
more complete.
Fourth, the interviews were conducted over the
telephone. These lasted from twenty to sixty minutes each.
A tape recorder was used to record each interview
accurately and to avoid delays for writing.
Fifth, interview findings were categorized according
to the research questions and according to new categories
that arose from the responses themselves.
Data Analysis
Once the data were categorized, the various answers to
each research question were analyzed. I looked for
similarities and contrasts among the answers from each
participant. Conclusions were drawn as to the most common
changes that pastors (who fell under the delimiting
criterion) make. It is hoped that significant findings were
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made that will assist future pastors as they adjust to a
growing church.
Here the real motivation for this study comes out. The
goal is to guide ministers of the gospel at a difficult
point of their ministry

The period of rapid growth in a

new church can be a time of near chaos. The pastor is
dealing with so many problems that the changes can be
overwhelming. By interviewing pastors who have successfully
made these changes, perhaps the study can help pastors in
the midst of these changes.
In addition to identifying the changes themselves,
illustrative stories were gathered. These stories provide
examples of the different types of pastoral change. They
may become invaluable in future presentations of the
findings of this study
Variables
In preparation for the actual data collection and
analysis, several variables need to be addressed. These,
and other unknown variables have the potential to skew the
results of the study. In order to increase the confidence
level of the study, they must be compensated for as much as
possible.
The first variable is the amount of time between the
change events and the interview

A longer period of time
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could have two different effects. One, the pastor could
have forgotten many of the details of the change event;
therefore the longer the interim period, the less accurate
the data would be. Second, the pastor could have had time
to reflect on the events. In this case, the data might be
more helpful than if the event was more recent. So the time
between the event and the interview must be obtained for
further study.
The personality of the pastor is the second variable.
This probably will have a great effect on how he/she
perceives change. Studies show various personality types
react to change differently (Keirsey, Calvert)

In the DISC

profile, High D's and High lis tend make changes much more
easily than do High

SiS

and High C's. The various

personality traits were noted in the study (Appendix E)

I

asked the interviewees to provide their scores on both the
Myers-Briggs and DISC personality profiles.
The third variable is location. I was concerned about
communication with regard to this factor

Does a pastor in

the Deep South hear the questions the same way as a pastor
in Southern California? And do I understand their responses
in the way each is intended? This aspect of the variables
was looked at in the preliminary administration phase of
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the study in order to adjust for the variance as much as
possible.
The fourth variable, like the third, related to
accurate communication. The questions and terminology must
be clear. In addition to location, aspects such as culture,
theology, gender, and denomination were taken into account.
Do various cultures experience and process change
differently? Do men and women differ at this point?
Studying these variables may provide interesting and
unexpected insights into the area of pastoral change.
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Chapter 4
Interview Findings
~Internal

issues are the real barriers to church

growth,H says Bill Couch. Twenty years ago Couch started
Lake Ridge United Methodist Church in Lubbock, Texas. Today
the church has over one thousand worshippers each Sunday_
As he led the congregation through various barriers of
growth, he experienced the internal and the external
changes necessary to overcome those barriers. While at Lake
Ridge, Couch has had a wide range of life experiences:
rapid church growth, what he terms a

~staff

war,H the end

of his marriage through divorce, and re-marriage. He
understands the wide range of difficulties with which a
pastor must deal as the church grows.
Why is it that, as Couch says, internal issues are the
real barriers to church growth? The study of church growth
has given to us clear roles for ministers to fill in order
for a church to overcome the growth barriers. But even
though we know what these roles are, and when they need to
be filled, why is it that some ministers are able to make
the transitions into these various roles while other
ministers can not? Could it be that the internal changes
are foundational to the external changes?
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What are these internal changes which the pastors of
growing churches must make? For some ministers the change
is so slight that it could hardly be called a change. For
others the changes are so difficult that they threaten
their ministry, their self-worth, and their manner of life.
This chapter reports on the internal changes that thirtytwo pastors made during the growth of their churches. The
findings begin to reveal the internal issues with which
pastors struggle, where the struggles originate, and how
these pastors have successfully dealt with them.
In order to discover these issues the following
research questions were developed:
Research Question 1
What are the internal changes a pastor must undergo to
foster continued growth in her/his church?
Research Question 2
What motivates these changes to take place?
Research Question 3
What are the obstacles to change?
Research Question 4
What resources help in the change process?
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Profile of Participants
The purpose of these interviews was to discover what
internal pastoral changes are typically needed in a growing
church. During 1999 the author interviewed thirty-six
different pastors. Four of these interviews were
invalidated because it was later discovered the pastors did
not fit the delimiting criterion. This left thirty-two
interviews valid for use in the study. All thirty-two
interviews were conducted over the telephone.
Age and Education
The average age of the participant was forty-nine and
the median age was forty-seven. The oldest person
interviewed, Frank Barker, was sixty-seven and the
youngest, Jerry House, was thirty-two.
In regard to their educational training, thirty-two
participants (100 percent) had earned bachelors' degrees,
thirty (94 percent) had earned masters degrees, and sixteen
(50 percent) held doctorates.

Denominations
The pastors interviewed represented ten different
denominational affiliations. As anticipated the bulk of the
participants, twelve (37.5 percent), were United Methodist.
Four pastors (12.5 percent) each were part of the Christian
Church, the Presbyterian Church of America, and independent
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congregations. Two participants were part of the Christian
Evangelistic Assemblies, and two were Southern Baptist. One
participant each belonged to the Disciples of Christ,
Wesleyan, Lutheran, and Vineyard denominations.
Geographical Representation
The thirty-two interview participants represented
fifteen different states. As expected, the largest number
was from the South. Eleven pastored in the Deep South
(Alabama - [6], Georgia - [3], North Carolina, and
Louisiana), eleven in border states (Texas - [7], Oklahoma
- [2], Kentucky - [2]), and ten in other regions of the
country (Ohio - [4J, Washington, Oregon, Arizona, Nevada,
Illinois, and Nebraska.)
Years at the Church
On average, these pastors have been at their church
for 15.3 years (the median is twelve.) The longest tenure
was Frank Barker who was at Briarwood Presbyterian for
thirty-nine years. The shortest was Brian Tome who had been
at Crossroad Community Church for only two years at the
time of the interview. The combined ministry for all the
participants was 489 years.
Size of Church
Each of the pastors interviewed began ministering at
their congregations when the attendance was less than 150.
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Many of the ministers actually planted the congregation.
Now they preach to an average attendance of 2195, and the
median attendance is 2050. This includes a high of 5800 at
Victory Christian Center in Tulsa, Oklahoma, and a low of
801 at Metroplex Chapel Nazarene near Dallas, Texas.
Together these pastors and their churches represent more
than 70,000 people.
Personality Profile
The participants were asked to provide scores from
their personality profiles on both the DISC and MyersBriggs instruments. Fourteen responded on the DISC profile.
Of those who responded, eleven were High D's and eleven
were High I#s; only two High C's and one High S were
reported. Clearly High D-I was the most common personality
type of those interviewed.
The Myers-Briggs had eighteen responses. Of the
sixteen possible combinations, nine were reported in this
study. The most frequent combination was INTJ (5), followed
by ENFJ (3), ENTJ and ENTP (2)
Spiritual Gifts
The Background Questionnaire also asked participants
in the study to share what spiritual gifts they employ in
their ministries. A total of seventeen different gifts were
mentioned. The gift of leadership was easily the most
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common in this group with 25 of 32 (78 percent) responses.
More than half of those interviewed (17) listed the gift of
teaching. Evangelism (9) was third, Preaching (7) was
fourth, with administration, pastoring, and prophecy tied
for fifth with five each.
The rest of the gifts listed by the study participants
are as follows:

exhortation (n=4), creative

communication (n=3), discipleship (n=2), relationships
(n=2), discernment (1), faith (1), giving (1), healing (1),
intercession (1), and mercy (1)
Small Group
Finally the questionnaire asked whether the pastor
participated in a small group during the time of the
church#s growth. Twenty-three (72 percent) said yes. Seven
(22 percent) were not involved and three (9 percent) did
not respond to the question.
Profile of Participants
Variable
Age
Denomination
Educational Level
Years at the church
Average Attendance
Myers-Briggs Profile
DISC Profile
Spiritual Gifts

Characteristic
49 Years
United Methodist
Doctorate
15.4
2200
INTJ
D/I
Leadership, Teaching,
Evangelism, Preaching
Figure 4
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The typical profile of the thirty-two participants of
the study is shown in Figure 4 above. See Appendix E for a
complete report of the Profile findings.
Motivation to Change
Newton's first law of motion states that an object at
rest stays at rest and an object in motion continues on a
constant path, unless acted on by an outside force. Change
is rarely easy, or fun. People tend to want to keep doing
what is familiar and comfortable. What then motivates
pastors of growing churches to change? Why, when they are
experiencing the success of new worshippers, do they alter
the way they run their churches and themselves?
The literature review in Chapter 2 indicated that the
motivation for some leaders to change is that the status
quo is simply unacceptable. Regardless of the situation,
they want to change. Leaders following this pattern seem to
have change inherent in their personalities. Michael
Slaughter of Ginghamsburg United Methodist in Tipp City,
Ohio, falls into this category. According to Slaughter
leaders should not have to be motivated to change, but are
the ones who motivate others to change. By his own
admission, he loves change. Likewise, Glenn Schneiders of
Crossroads Christian, Lexington, Kentucky, says that change
is natural for him and that he enjoys change. However, out
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of thirty interviews, these two were the only ones who fit
the prediction of the literature that leaders naturally
want to change.
Clearly, the top motivation for the pastors in this
survey to make internal changes is outreach. Jeff Spiller
of Christ United Methodist, Mobile, Alabama, said he was
willing to make difficult changes so that the church could
grow. Jim Leggett from Grace Fellowship United Methodist in
Katy, Texas, felt he had to change in order

~reach

more

people for Christ." Not all of those interviewed were as
succinct as Leggett, but over half (17 of 32, or 53
percent) indicated in some way that reaching others was one
of the key motivators for them to go through the process of
internal change.
Perhaps the outreach motivation could not reasonably
have been predicted from the literature review- Little or
no work has been uncovered in the spiritual side of this
issue. The marketplace research, which is helpful, still is
not attuned to the unique situation of the pastorate. This
finding reveals the deep-seeded desire of successful
pastors to sacrifice themselves in order to reach others
with the gospel of Jesus Christ.
The second item to motivate pastors for change was
also not predicted in the literature review: survival. The
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survival of the pastor and the church can depend on the
proper changes taking place. For one pastor, the choice was
to change or "crack up." Burnout was looming on the near
horizon for him unless he made substantive changes in his
approach to ministry. Rob Weber from Grace Community Church
in Shreveport, Louisiana, asked the rhetorical question,
"How many plates can you spin at once?" He felt that he had
to alter his approach to pastoring not only for him to
survive personally, but for the church to survive as well.
Cynthia Hale, Ray of Hope Christian Church of Decatur,
Georgia, echoed his sentiments. She said God instructed her
that the church would go no higher than she went and be no
healthier than she was. Nearly a third of the pastors (ten,
32 percent) shared a sense that their personal lives were
on the line in the decision to make internal change.
The fact that survival was mentioned so prominently,
while not surprising to anyone close to the culture of
church growth, is nevertheless disturbing

While beyond the

scope of this project, the stress of growing churches on
the life of the pastor, and the pastoral family, merits
further study.
The third motivation for internal change is personal
style. While Slaughter and Schneider are included in this
group, it is not limited simply to leaders who can not
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endure the status quo. Personal style refers to the favored
styles of behavior. Often a pastor must function in areas
outside the favored style in the early days of pastoring a
church. As the church grows, and as staff and laity are
trained, the pastor naturally may want to move back into
the favored style. Randy Pope of Perimeter Presbyterian in
Atlanta, Georgia, naturally functions in this manner

He

made changes because, he says, "I was selfish. I didn't
want to do all the work." He also believes the biblical
pattern is for all Christians to minister, not just the
pastor. Mike Breaux, Southland Christian, Lexington,
Kentucky, felt that he was not being "real, and authentic."
This was his motivation for change. A total of six (19
percent) pastors interviewed fell into this category.
The last area with multiple responses was serving GOd.
Three of the pastors (9 percent) were willing to make
internal changes in order to "be pleasing to the heavenly
Father," as Rick Ousley, at The Church at Brook Hills of
Birmingham, Alabama, put it. Greg Nettles, Jackson
Christian Church, Masillon, Ohio, wanted simply to do God's
will. This area dovetails easily with the motivation for
outreach. Both are rooted in the spiritual discipline of
obedience to the Great Commandment to love God and to love
others.
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Other motivations were not so pure. One pastor was
willing to make internal changes in order to be more
successful. Interestingly, this pastor felt that this
motivation was selfish and unhealthy- Still another
responded that it was time to

~grow

up and not demand my

own way." Another, however, asked God to break him and the
result was that he received his request in the form of a
divorce and a staff war

Ray Armstrong from Calvary

Community Church, Sumner, Washington, felt that the church
was growing faster than was his competency to lead it. So,
he was motivated to change in order to keep up with the
congregation. One pastor said he changed due to revelation
from God.
The literature review also predicted that pastors
might change because they were unwilling to remain stagnant
spiritually or professionally- This motivation seems to hit
close to the motivations of outreach and serving God.
However the pastors interviewed were not so vague. They
clearly were motivated to endure change so that others
could be reached for Christ and so they could be more
obedient to their heavenly calling.
The various motivations for change are shown here in
the following chart:
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Motivations for Pastoral Change
Number of Respondents

Motivation for Change
Outreach
Survival
Personal Style
Serve God
Miscellaneous

17
10
6
3
5

Flgure 5
Internal Pastoral Changes
~I

had to come to the place where I was willing to let

go and not have my fingers in every pie," says Rob Weber.
In order for Grace Community Church, in Shreveport,
Louisiana, to grow, the issue of control had to be
confronted. Rob started the church in June of 1992. In the
early days he did virtually all the work of the church, and
therefore had virtually total control of what happened.
From worship style to advertising, Weber made the
decisions. But as the church grew running all the details
of the ministry himself became increasing difficult. When
Weber decided to

~take

his fingers out of pies" it was a

moment of deep internal change.
According to this study, the issue of control is far
and away the most significant internal change with which
pastors of growing churches must wrestle. In this series of
interviews the pastors spoke of not one, but three
different categories of control. Each of the three
categories received more comments than did the number two
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issue in the study. While this finding was anticipated from
the literature review, the intensity was surprising.
Of the thirty-two pastors interviewed for this study,
four (13 percent) reported that they went through no known
internal changes during the growth of their churches. These
pastors had little, if any, struggle inside themselves in
leading the congregation through the classic barriers of
growth. However, of the twenty-eight pastors who did report
internal change, an amazing eighty-six percent (n=24) said
that some issue of control was part of their adjustments.
The magnitude of the importance of control can be seen by
observing that the next issue on the list, spiritual
growth, was mentioned by less than a third of the pastors
(10 of 32, 31 percent)
Releasing Control
The foundational issue of control is that of giving it
away- For Adam Hamilton at Church of the Resurrection in
Kansas City, Missouri, the decision of control came to a
head when he realized that things just were not going to be
done perfectly- In order for him to do the things essential
for the church to grow, he had to give control of other
areas to church members and staff. That meant they would
not do some things just the way he would. For Hamilton this
was hard to accept but the change had to be made.
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The dilemma that Warren Latham, of Mt. Pisgah United
Methodist Church in Alpharetta, Georgia, faced was that,
when he gave up control of pastoral activities, he did not
receive the sense of accomplishment to which he had been
accustomed. The lack of this sense of accomplishment
affected his self-esteem, and he had to look elsewhere.
A common theme among many of the pastors was the
problem of giving up control of favored activities. Many
people go into the pastorate, at least partly, because they
enjoy caring for others. As a pastor moves from

~shepherd

to rancher to CEO," less time is spent in personal contact
with church members. The pastor cannot then be in control
of how individual members are being helped.
Michael Slaughter said that it was an important moment
for him when he realized that he did not have to do the
entire ministry- He could give control of much of the
ministry to the laity. Dale Galloway insists that if the
pastor has to have a hand in everything, then the church
will never grow beyond the reach of the pastor.
Emotions of Control
Control seems to be the key issue in any growing
organization. An interesting and unexpected category is the
way that pastors deal with their own emotions concerning
contol. In fact, the emotional aspect of this issue of
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control attracted more responses than any other topic of
the study. Guilt, patience, fear, betrayal, anger,
loneliness, and pride were just some of the ways pastors
talked about their experiences in adjusting to new levels
of control.
As Rick Ousley gave away increasing amounts of control
over the care-giving part of the ministry, he experienced
high levels of guilt. He had an inner expectation to be the
one who pastored everyone. As The Church at Brook Hills
grew into an attendance of thousands, personal pastoring
was no longer possible. Ousley made the change to give away
control of that pastoral duty but had a much more difficult
time dealing with the accompanying guilt.
Jeff Spiller prided himself on knowing everyone in the
church and being their primary caregiver

He described

himself as being in denial after the church grew too large
for this to be possible. The root of the denial was a codependent relationship with the congregation. He needed
them to need him. Spiller had confused his identity with
the identity of the church's pastor. Breaking the system of
control was a healthy but emotional journey.
Calvin Miller, while at Westside Baptist in Omaha,
Nebraska, had a deep need to be everyone's friend. When
church members opposed him, or one of his ideas, he felt
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betrayed. Realizing that he could not be the friend of
every church member and that other staff had to be the
primary relationship for some members was a tough, but
helpful, change for Miller as well as the church. He also
had to learn to allow other people to have a voice in
shaping his ideas for the church.
Perhaps Norman Neaves, pastor of Church of the
Servant, Oklahoma City, illustrates the classic situation
of emotional change. As the church gained more members
Neaves was unable to minister to all the people. He made
the choice to give away that part of the ministry, much to
the dismay of many long-time members. Those members vented
their anger as it became apparent that they would not have
the personal contact with Neaves to which they were
accustomed.
Cynthia Hale, Ray of Hope Christian Center of Decatur,
Georgia, also had emotional issues to deal with concerning
control. As she gave away control of ministry and had less
time with church members, she found that her own ego needs
were not being met. She had to re-adjust her activities to
focus more on her gifted areas like administration, in
order to get the strokes she required for her own emotional
health.
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This study shows that control issues are the most
dominant barriers to the pastor who is trying to make
internal changes. If internal issues are the real barriers
to church growth as Bill Couch has said, then control
issues seem to be the real internal barriers.
Staffing Issues of Control
Another aspect of control is the area of staffing,.
While this was not listed in the literature review, it
still comes as no surprise to those involved in any type of
multi-staff church situation. Giving up control to
subordinates comes very slowly to many pastors. One pastor
said,

~When

you give up control to staff, you also are

giving up some of the strokes. They are the ones there for
many of the special moments of the church members instead
of you, so they become the favorites and get pats on the
back." For some pastors this change of giving control over
to staff is easy, or non-existent. Randy Pope said that he
was made to give away control. He thrives on empowering
others to succeed. However, he is the exception rather than
the rule.
Jim Garlow of Skyline Wesleyan in San Diego is more
typical of the pastors interviewed. For him, it was a
difficult but vital step to trust the staff and laity to do
ministry and to allow them to fail at times. Cynthia Hale
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likewise had to come to the point where she did not worry
about the staff outshining her. Norman Neaves indicated
that his relationship with the staff became less friendship
and more business as the church grew. John Ed Mathison of
Frazer Memorial United Methodist, Montgomery, Alabama, said
that one of his major adjustments was to learn to trust the
staff. Flayhart, Weber, Sjogren, Hamilton and others made
virtually identical statements. In total, eleven pastors
(34 percent) specifically mentioned internal struggles
dealing with staff issues as one of the major changes they
had to make if the church were to continue to growBrian Tome of Crossroads Community Church in Hyde
Park, Ohio says,

~There

is a fine line between giving up

control and abdicating control." As pastors grow churches,
clearly they must anticipate the necessity of releasing
control to laity and staff. One of the further areas of
study yet to be done is to look at the progress or
stagnation of promising organizations where the leader
never gave away control.
Personal Spiritual Growth
Following the broad category of control, the largest
area of change mentioned was personal spiritual growth. The
question may be fairly asked if this indeed is an internal
change as defined for this study- After all, spiritual
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growth might seem to be an ongoing goal for any Christian,
including pastors. However, the ten pastors (31 percent)
who mentioned this saw it clearly as an internal issue
which needed to change in order for the church to continue
growing. Jeff Spiller came to the conclusion that the best
help for the congregation was for him not to keep his
"shoulder to the plow" but to keep closely connected to
God. Tommy Gray of Clear Branch United Methodist in
Birmingham, Alabama, realized that as the church grew he
was not going to have his greatest impact person to person.
He therefore must influence more from preaching. In order
to preach more powerfully, he had to be close to God. Jim
Leggett took the case even further. He believed increased
success could be destructive to a pastor's soul. To avoid
the temptations success can bring the brokeness and
humbleness of the pastor must increase. Mathison felt that
this area of personal spiritual growth was formative for
every other area of change. If the pastor is close to the
Lord, the other necessary changes will be led and empowered
by the Holy Spirit.
Lifestyle Changes
Lifestyle changes refer to the acceptance that the
pastor's normal way of living will have to be altered.
These changes may include time management, family
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relations, hobbies, and a variety of other items. At first
glance it would appear that these are external changes, not
internal. But each of the ten (31 percent) pastors who
talked about these areas couched their comments in terms of
being able to come to grips internally with the changes.
Adam Hamilton had to work to find a balance in his life as
the church soared in attendance. Jim Leggett had to learn
to live with

~intentional

neglect" at a higher level. Jerry

House forced himself to begin leaving church concerns at
the office rather than bring them home. For Tommy Gray the
issue was accepting the frustration of not being able to
finish one project at a time.
Each of the ten pastors had different issues, but the
common theme was that they had to make peace with the fact
that they could not continue to live the way they had been
living. There were not only external changes to make, but
the pastor also had to deal with the internal acceptance of
those outward changes.
Vision
~I

came to a point where I really did not need God to

keep the machinery of the church running. I had to decide
whether to stay with this path or to follow God's leading
into something so big that it would be impossible to
accomplish without Him." This comment by Steve Riggle,
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Grace Community Church, Lake City, Texas, was the most
memorable of all my interviews. Riggle came to a deep place
where he had to choose between following an easy road, or
following the Lord's vision. The decision was a
foundational internal change to launch out again in faith
to the Lord. A total of six (19 percent) pastors talked of
the importance of vision in their major internal changes.
Tommy Gray said the he had to learn to hold on to the
vision while the externals in the church change. He thought
they would never have a choir; now they do, but the vision
of bringing others to Christ has not wavered.
Letting Go of Personal Relationships
Much is made of the reaction from church members when
the pastor moves from being a shepherd to a rancher.
Typically the members feel a pain of separation. However,
the same pain is present many times for the pastor. They
are not robots, immune from the emotions of missing church
members with whom they have become friends. Five (16
percent) of the pastors interviewed indicated that it was
difficult for them to lose the intimacy of relationships
with members. For Rick Ousley, not knowing everyone in the
church was especially difficult. He tries to make up for
this by preaching in a personal style and speaking to as
many people as possible on Sunday morning. Likewise, Rick
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Armstrong is a "people person" and deeply misses the less
personal interaction with his members. It is interesting
that four of the five pastors who talked about this matter
of personal relationships, mentioned it first. For those
pastors who struggle with this change, it is a powerful
issue.
Overcoming Fears
It would seem that fear should be under the heading of
emotions. But emotions were related to the issue of
control. This was quite a different issue than control. As
the interview participants talked it became obvious that
they had to real personal fears with which to deal. Glenn
Schneider had to wrestle with the fear of whether he could
grow the church. This seemed to be fairly common among
pastors. Rick Ousley had to overcome the fear the he simply
did not know what to do. A most interesting response came
from Michael Slaughter, who balanced the fear of what could
go wrong in the church with the confident hope of what God
had called the church to accomplish. A total of five (16
percent) pastors mentioned struggling with fear. I suspect
that if all the interviewed pastors had been asked
specifically about this issue the number would have been
much higher.
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Personal Growth
A few of the pastors (3 or 9 percent) saw personal
growth as a substantive internal change for them. Frank
Barker of Briarwood Presbyterian in Birmingham, Alabama,
forced himself to plan out the philosophy and strategy of
the church rather than

~fly

by the seat of his pants." In

the same vein, Ray Armstrong worked hard to, as he put it,
~stay

ahead on the learning curve with the growth of the

church." Again, personal growth may seem to be an external
change, but these pastors felt the decision to pursue
personal growth was very much an internal change.
Miscellaneous
No other responses seemed to fit together in
categories. But there were a few interesting

~spare"

answers. When Church of the Servant began to grow, Norman
Neaves had to surrender his dream of having a small church.
Most pastors dream of having a big congregation, but he had
always wanted a church that was small and intimate. When
God began bringing increasing numbers, Neaves had to
internally accept what the Lord was doing. Doug Ferguson
had an internal block regarding money

He had faith that

people would could, but believing that funds would be
available was more difficult. It had always been a barrier
to his dreaming of the future with God's eyes. His change
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came by believing God's power over money. One of Tommy
Gray's major internal changes was how he viewed the
congregation. For years he had pastored small churches.
During this time he had unconsciously formed a mindset that
the congregation he pastored would be a limited size. It
was difficult for him to

~see"

the church as big, but he

had to do this before the church could follow. For years
John Ed Mathison pastored small churches in primarily rural
settings. At these appointments the effective pastor must
wear many hats. As Frazer Memorial grew Mathison had to
adjust his mindset from being a generalist to thinking like
a specialist. He would no longer oversee every area of the
church, but would instead do only the few things that only
the senior pastor could do. In a similar way, Steve Riggle
had difficulty coming to terms with the complexity of his
church as it grew from a start to having several thousand
in worship.
Figure Six shows each of the internal pastoral
changes, and how many responded to each:
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Types of Internal Pastoral Change
Number of Respondents
Internal Pastoral Changes
12
Emotions of Control
11
Releasing Control
11
Giving Control to the Staff
10
Spiritual Growth
10
Lifestyle Changes
Releasing Personal
Relationships
5
Fears
Overcoming
5
5
Vision
4
No Change
3
Personal Growth
Miscellaneous
9
Flgure 6
Obstacles to Internal Change
Change is rarely easy or natural. It becomes even more
difficult to achieve when there are barriers on the path to
change. The pastors interviewed stated that they felt some
deep changes were necessary for the continued growth of
their churches. But those adjustments did not come without
resistance. As future pastors grow congregations from very
small to very large, knowing where to look to anticipate
obstacles to change will be important.
The thirty-two pastors who participated in the study
were asked what major obstacles to change they experienced.
The answers fell neatly into two major categories. This is
in sharp contrast to the variety of answers expressed when
defining what changes they had to make. Regardless of the
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changes, the obstacles were the same. These obstacles were
church members and the pastor themselves.
Opposition by church members to pastoral change was
the most frequently mentioned item (18, 56 percent)

The

most common reason given for the hesitancy of the people
was that they were losing their shepherd. Warren Latham,
who is admittedly a relationally oriented pastor, said that
his members simply did not like the fact that they no
longer felt close to the pastor. The elders at Ray of Hope
Christian Center rebelled against not having as much
personal time with Dr. Hale as when the church was smaller
At Oak Mountain Community Church they began telling people
in the membership classes not to expect Bob Flayhart to be
their personal pastor because there were just too many
people for him to pastor. Time and again, members of the
church congregation felt that they were losing the personal
touch with the pastor for which they longed. This was
clearly the number one obstacle to internal pastoral
change.
The second complaint of members was simply the fact
that things were changing. A lady told Adam Hamilton that
the perfect size for the church was how big it was when she
joined. This sentiment could be echoed innumerable times.
People like the church the way they joined it. For some
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people any growth is hard. Rick Ousley said some in his
church had a fear of growth. Frank Barker talked of
territorial people who resisted change because it would
threaten their turf--the area of influence they had carved
out for themselves in the church body. According to Greg
Nettle, some members of the congregation just hated not
seeing old friends with whom they had become close. For a
lot of Christians considerable effort is required to change
a mindset from a relational church to a corporate church,
says Jerry House. Some can never make the switch, and so
they remain dissatisfied or eventually leave the
congregation. Weber calls these members

~single

cell

people."
The only other major factor that got in the way of
change was the pastors themselves. Forty-one percent (13 of
32) of those interviewed reported that they themselves were
a serious block to the internal change they knew was
necessary. Change is apparently as difficult on the senior
pastor as on the congregation. The most common reasons for
this difficulty are the lost relationships and various
fears.
Not only did the people in Glenn Schneiders' church
resist his moving out of the shepherd role, he also
resisted it. He enjoyed people, particularly his church
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people. It was hard for him to say

Q

no" to visiting and

hands-on pastoring. Warren Latham found it difficult as
well to not be as close to the church members as he once
had been. He had a deep desire to please his people, and
this desire made it hard for him to abandon the role of
primary pastor. Bob Flayhart had nearly the identical
struggle.
After the loss of relationships, fear was the most
common factor to pastors resisting change. For Dave
Ferguson it was the fear of whether his people would buy
into the changes that needed to be made. Mike Breaux also
feared the people's reaction to the amount of delegating he
felt he had to make. Bill Couch's fear was that he was
simply inadequate to lead a church of the size his was
becoming. And Calvin Miller struggled with fear of making
the wrong decision. All of these pastors had to deal with
some form of fear before making the internal changes they
knew the church required.
There were some unexpected comments given as the
pastors talked about obstacles to change. Brian Tome
realized in himself a desire for personal glory

He

recognized this desire as sin and refused to move forward
in growing the church until he had dealt with it.

In a

similar manner, Flayhart felt that his own flesh was a
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significant impediment. He felt that he had to come to
terms with some of the sinful inclinations of his life in
order for the church to grow. Ray Armstrong saw his own
immaturity as a block for the church.
Pogo said, "We have met the enemy, and he is us." The
pastors interviewed in this study certainly felt that those
in the church are the most dominant enemies of change--both
the members of the church and the pastor
Helps in times of Change

Where does a pastor turn for help during the difficult
times of change? The pastors interviewed listed a variety
of sources for assistance, but, oddly enough, the same
people that gave the most obstacles also were the best
people for assistance: members and pastors.
Nearly half of the interviewees (15 of 32, 47 percent)
said that church members were of help to them during the
times of their personal changes. Frank Barker and John Ed
Mathison both met with men in their respective
congregations who served as sounding boards and as
accountability partners during periods of stress and
turmoil. Cynthia Hale found members most useful as other
sets of ears by which she could determine the pulse of the
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congregation as she sought to change in ways that would be
most effective.
The fact that members were a great help to pastors
during times of internal change is not surprising. However,
the fact that it was the most common help mentioned, added
to the intensity of the help was not expected. Members were
clearly mentioned more than any other form of help to the
pastors.
After church members, other pastors were most often
used for assistance in dealing with internal change. Ten of
the thirty-two (31 percent) interviewed were in this
category. Several pastors, such as Rob Weber and Steve
Riggle, had groups of pastors that they met with regularlyThese groups served as an emotional release and a source of
advice for them. Others, like Ed Robb, had a relationship
with a single ministry peer which helped them over the
rough times of change.
Three areas tied for fourth place in this section:
Devotional life, seminars, and books were each brought up
by nine (28 percent) of the pastors. Devotional life is
surprising only in that more pastors did not mention it.
Spiritual growth was fourth among the internal changes
needed by a pastor. It is logical that a strong devotional
life would then be needed to undergrid that change.
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However, most of the nine who mentioned spiritual growth
had it first on their list.
Seminars also were a help to several of the pastors.
They clearly favored those seminars sponsored by churches
with ministries they respected. Those interviewed tended to
pick churches that were ahead of their own congregation in
ministry outreach. Denominational connection had some
influence in their choice of seminars. But the greater
influence was simply to learn from churches that were
effective in ministry, regardless of denominational
affiliation.
Books were the third source of assistance with nine
comments (28 percent)

Again, books with practical

application seemed to be the most helpful to those
interviewed. The pastors read outside their own field;
particularly in the areas of business and leadership.
Other areas mentioned by more than one pastor all
involved other people. Wives (6), mentors (5), small groups
(4), time off (4), staff (4), and consultants (3) were all
beneficial to some of those interviewed. Areas that only
one pastor brought up included study, retreat, tapes,
dream-mates, taking risks, persistence, and an executive
assistant. Figure seven summarizes the participants'
responses:
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Types of Helps
Types of Help
Church Members
Other Pastors
Devotional Life
Seminars
Books
Wife
Mentors
Small Groups
Time Off
Staff
Consultants
Others

Number of Responses
15
10
9
9
9
6
5

4

4
4
3

14
Figure 7

As future pastors struggle with the intensity of
personal change, this list can be used to ease the stress.
For the vast majority of ministers who pastor growing
churches, internal change is inevitable. Only four out of
thirty-two (12.5 percent) reported no internal change.
Therefore, for the remaining percentage of pastors the
question will not be whether I face these changes, but
rather how do I handle them. This section then might serve
as a lifeline for pastors to grab hold of and keep their
noses above water during the times they feel as though they
might drown in the sea of turmoil and change.
Summary of Interviews
The presentation of the data in this portion of the
study can be summarized in one word: control. Virtually all
the internal changes with which the participants struggled
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were related in some way to control. The first three items-presented, releasing control, giving staff control, and
dealing with the emotions of control--are just the obvious
ways in which this issue surfaced.
Many of the other changes presented in Chapter 4 are
also related to control. Spiritual growth can be
interpreted as an effort to be under God's control.
Lifestyle changes are an attempt to control our everyday
life. Vision is the quest to control the future. Even the
topic of personal growth could be seen as a way to gain
control over oneself. Thus, the matter of control is one of
deep significance.
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Chapter 5
Summary and Conclusion
Pastors who lead congregations through the various
stages of growth must also change personally in the
process. This change has been witnessed from the first
church leaders in the book of Acts to the church planters
of today. The most obvious shift the leaders must make is
in how they spend their time. They must move from a more
hands-on ministry role to more of a supervisory and visioncasting role. These various roles are well documented at
different attendance levels of the church. Though the
transitions are commonly known, some pastors are able to
make the changes, while others are not. Therefore, the
purpose of this study was to investigate the internal
changes a pastor must undergo in order to make the shifts
in function necessary for a church to continue growing.
Internal pastoral change is defined for this study as the
willingness and ability of a pastor to alter her/his
attitudes, expectations, assumptions, roles, and thinking
in order to pursue a goal.
In addition to identifying the pastoral changes, the
study also investigated the motivations for change, the
factors that hindered change, and the factors that helped
in the change process. The goal of the study was focused on
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assisting future pastors who start or grow congregations to
better identify and handle the internal changes that are
common to their situation.
This study was conducted by first reviewing available
biblical, marketplace, and Christian literature germane to
the topic. Research questions and interview questions were
developed from the review. Pastors who fit the criterion
were contacted and thirty-two were interviewed by
telephone. Their comments were then categorized, analyzed,
and presented in Chapter Four.
This chapter looks at the conclusions drawn from the
interview findings. In each major category, motivation,
change, hindrances and helps, the literature expectations
and the actual interview comments are presented. Then
conclusions of the study are revealed along with the
limitations of the study and suggestions for further
research. Finally the implications for the existing body of
knowledge and practical applications are presented.
Expectations and Findings
Motivations
Before looking at the changes the pastors in the study
have gone through, let us first look at what motivates them
to make changes. Why is it that pastors are willing to
change themselves and their style of pastoring? Change is
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rarely easy or natural. What causes ministers to alter the
comfortable and familiar methods they have known to try
others requiring them to venture into new territory?
Literature
The literature relating to internal pastoral change is
sparse. Therefore, biblical, Christian, and marketplace
material was researched. The literature suggested three
reasons that pastors would be motivated to change. First,
the marketplace literature predicted that they simply could
not abide the status quo. Second, the Christian literature
presupposed that they possessed an innate unwillingness to
be spiritually stagnant. Third, the biblical research into
the early church revealed a deep level of obedience to
follow a new path where God was leading. Each of the first
two assumptions proved to be partially true, but they were
not the primary reasons pastors were willing to change. The
biblical prediction was much closer to the mark.
Research Question 2 was designed to discover the
actual reasons why pastors are open to internal change:
What motivates these [internal] changes to take place?
Findings
This study found that the most often cited reason that
pastors were willing to go through internal change was to
see people come to faith in Christ. More than half of the
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pastors interviewed indicated that they endured internal
change, not simply to avoid the status quo or even to grow
spiritually, but so more people could be reached for
Christ. As a group they did not enjoy the change, but they
were called to reach people and so they, like Peter in the
early days of the church, were willing to make the
sacrifices necessary to fulfill their calling.
The second most common reason for change was personal
survival. Many pastors realized that if they continued in
their present mode of operation that they would selfdestruct. The stress of pastoring an increasing number of
people was becoming overwhelming. Therefore change became
the only option for personal survival and continuing a
growing church.
A smaller group accepted internal change because they
simply felt that they could serve God better through the
change. As the literature predicted, there were a few who
simply liked change, but these were in the small minority.
Changes
The heart of the study was to look at what internal
changes a pastor of a growing church had to make in order
to be able to make the necessary changes in function for
the church to continue to grow. Many of the changes the
study discovered were predicted from the review of related
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literature. However a few of the interview findings were
unexpected.
Literature
The literature review suggested several possible types
of changes through which pastors might go. Difficulty in
giving away control was mentioned by more than one source.
Losing one's alignment, or straying from one's main life
purpose, was another possibility- Other changes mentioned
were the deterioration of relationships, dealing with the
fear of failure, surrendering the joys of ministry and the
need for spiritual growth. In the Acts account, Peter
experienced several of these changes. Research Question One
was created to discover the actual experiences of the
pastors who were interviewed: What are the internal changes
a pastor must undergo to foster continued growth in her/his
church? In many ways the actual findings supported the
literature review.
Findings
Clearly the most important internal changes for the
pastors related to control. In fact, the three top
categories of responses all dealt with the issue of
control. Releasing control, giving control over to staff
members and the emotions having to do with control were the
internal changes most often cited in the thirty-two
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interviews. Of the pastors who said they had to go through
some type of internal change for the church to grow, 86
percent (24 of 28)mentioned some aspect of control as one
of the changes. This topic of control had been predicted in
the literature, although the large percentage of pastors
dealing with this issue was overwhelming. This percentage
is what revealed control as the top finding of the studyAlso predicted were the areas of spiritual growth, the
deterioration of relationships, and overcoming fear. After
control, the pastors mentioned the need for spiritual
growth most frequently- The deterioration of relationships
and overcoming fear were ranked fourth and fifth
respectively
Three categories of the responses were not expected
from the review of marketplace and Christian literature.
The first of these was lifestyle changes, third overall
among the answers. The term

~lifestyle

changes" refers to

the pastors' acceptance of the fact that they could no
longer live their lives the way that they had been
accustomed to living it. Jerry House had to learn the
church business at the office for the sake of building a
strong family- Calvin Miller gave up his beloved hobbies of
painting and creative writing. Rob Weber gave up his habit
of being a workaholic. The size of the church had
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influenced them to the point where they were forced to
alter their lifestyle. Although the other fields of study
did not predict this change, it could be identified in
Peter's apparent loss of leadership in the early church.
Sixth on the list was the need to keep God's vision
for the church at the forefront of their actions and plans.
Some of the pastors keenly felt that they had to change in
order to stay in the mainstream of what God wanted to do
through their church. Again, this seemed to be Peter's
prime reason for change.
Finally, a few said that a renewed commitment to
learning was an essential change for them. Without
additional personal growth they could not know how and
where to lead the church.
Hindrances and Helps
Simply identifying the changes through which a pastor
must pass as the church increases in size is not enough. As
future ministers face these internal changes, it will be
vital to understand what will inhibit those changes from
being made, and where the pastor can look for help.
Literature
The literature mentioned only a few possible barriers
to change: fear, panic, and exhaustion. No resources were
found to predict where a person who was experiencing these
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internal changes might find assistance. Therefore Research
Question 3 asked, What are the obstacles to change? And
Research Question 4 asked, What resources help in the
change process?
Findings
The actual answers were not anticipated from any of
the literature. Only two sources for obstacles were cited
by those interviewed: church members and the pastors
themselves. The main complaint of the member was that they
would lose the personal touch of the pastor

They were

accustomed to personal contact with their minister and were
reluctant to surrender it.
Likewise many pastors had a difficult time giving up
the more people-oriented pastoral aspects of ministry. Most
enjoyed personal contact with the members and received much
of their self-esteem from the responses of the members.
These were difficult things to leave.
Interestingly, help to make these changes came largely
from the same places as the barriers: church members and
pastors. Most of those interviewed said that selected
church members were their greatest source of help in making
necessary transitions. The second source mentioned was
other pastors who acted as mentors, sounding boards,
friends, and accountability partners. Other areas the
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pastors found helpful included their devotional life,
seminars, books, wives, small groups, time off, church
staff, and consultants.
Conclusions from the Study
From my experience, most pastors who are competent
enough to lead a congregation into substantial growth will
also be informed enough to know of the classic growth
barriers and how they must alter their style of pastoring
at each of those stages. What is not well known is how that
pastor must first change on the inside to be able to alter
the style of pastoring

In this study we have begun to

uncover that field.
The key finding of the study is the degree to which
pastors of growing churches must deal with the internal
issue of control. Although this topic was predicted in the
literature review, the intensity of it was astonishing
As pastors grow churches, they can reasonably expect
to have a difficult time surrendering control of the
ministry to others.
One finite person can perform only a finite amount of
work. But as a church continues to grow, increasingly more
work is required. In an expanding church, the pastor has no
choice but to come to terms with giving away control. But
this is an extremely difficult task for most people.
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Limitations
There are four significant limitations of this study:
geography, denomination, gender, and race.
Of the thirty-two interview participants, nineteen (59
percent) were from traditionally Southern states. The other
sections of the country were not well represented in the
study

The author assumes that if there had been more

representation from other areas of the country the results
could have changed, or they could have strengthened the
current findings.
Also the numbers are skewed in terms of representative
denominational affiliation. Twelve of the pastors (38
percent) are members of The United Methodist Church. Since
other denominations are not equally represented, it is
possible that the findings could have been different.
Once again, the study suffered limitations by not
crossing gender and racial lines more thoroughly

Cynthia

Hale was the only female and the only non-white participant
in the study (3 percent)

Had more women or more non-white

pastors been a part of the study, the results might have
shifted.
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Suggestions for Further Studies
As in most research, this study raised more questions
than it answered. The following topics might prove fruitful
for further research and study.
First, it might be interesting and helpful to develop
a theology of control. Once the intense degree to which
control surfaced was noticed the author began to realize
how the issue of control is pervasive in all of human
existence. Control was one of the major underlying themes
from the Eden narrative of Genesis to the account of the
New Jerusalem in Revelation. It is a basis for the story of
Jesus, and it lays a foundation for our relationship to
God. It is a topic well worth pursuing.
Second, how does building a church affect the stress
and the health of a pastor and a pastoral family? Survival
was the second most mentioned reason for internal change.
Survival is a strong word. If a denomination is in a
program of planting churches, and if it wants those plant
pastors to be healthy, then it needs to look at the
detrimental effects of church planting and how to
counteract them.
Third, why are virtually all of the pastors who fit
the delimiting criterion male? Even Dr. Hale, the one woman
in the study, did not know of any other women who had built
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large churches. What does this say theologically and
socially?
Fourth, what are the effects of the spiritual gifts
and the personality of the pastor on the effectiveness of
growing a church? The compilation of the two personality
profiles as well as the spiritual gifts list showed clear
trends. How well can success in church planting pastors be
predicted through the use of similar instruments?
Implications for the Existing body of Knowledge
This study is one of the few works, if not the only
one, done in the field of internal pastoral change. Much
has been written regarding the change a pastor must make on
the outside, in terms of external functions, but the author
could find no work done focusing on the internal changes
necessary as a prelude to the external changes.
The only published work that the author could find
relating directly to internal change in any field was Deep
Change, by Robert Quinn. Dr. Quinn approaches the subject
from a business perspective, as that is his area of
expertise. The findings in this study reinforce Quinn's
work to a degree, but as this study looks at the field of
pastoral ministry, it diverges at several key points
The most important of these points is the motivation
of the pastor to change. Whereas, in business, profit can
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control the decisions, this study showed that pastors
change in order to bring more people to Christ. One could
argue that pastors simply count success in terms of people,
much as a business owner would count money- But those
interviewed had a deep and genuine concern for those they
had not yet reached.
Practical Applications
The goal of this study was to help future pastors who
are planting or growing a church through the classic stages
of church growth to understand the internal changes they
will need to make, also to help them avoid the common
pitfalls of others. At least three specific applications
can be taken from the study
First, knowing what to expect in terms of the internal
change needed as a church grows is half the battle. Of the
thirty-two pastors interviewed, eighty-eight percent (n=28)
of them reported having to deal with some deep internal
change in order to allow the church to grow. This means
that a high percentage of pastors who grow churches will
probably go through a similar experience. The study also
outlines the major changes that will be faced--primarily
the issue of control. If the pastor has an idea of what to
expect and what general form it might take, then the
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likelihood increases that it will be dealt with
effectivelySecond, the best way to handle a barrier is to change
before you hit it. The study can help pastors anticipate
the internal changes they will have to make, and allow them
to make the changes before a crisis arises. For example, a
major issue is giving control over to staff. As the church
continues to grow, it eventually becomes too large for the
senior pastor to handle all the work. The pastor will
inevitably need to surrender control to the others, whether
staff or laity. By realizing this, a pastor will have the
option of gradually doling out the workload before the size
of the church becomes unmanageable. In this way, the pastor
can have time to ease into the internal change of giving
away control.
Third, when changes do occur, a pastor will know where
to look for help and for hindrance. Apparently hindrances
come primarily from two sources, the members and the
pastor

Being prepared for either source can be very

helpful in dealing with them. Also the study produced a
small list of places where a pastor may receive help:
heading the list are primarily church members and other
pastors. Knowing where to go for assistance can mean the
difference between success and failure in a growing church.
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My hope and prayer is that this dissertation will help
future pastors who plant and grow churches to better
anticipate and handle the changes that are inevitable as
they reach more people for the kingdom. If these changes,
both internal and external, are successfully made, then the
kingdom of the Lord Jesus Christ will be advanced.
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APPENDIX A
Background Questionnaire
Date of interview
1. Pastor's Name:

------------------------------------

2. Name of Church:

3. Denomination:
4. Address:

5. Phone:

-----------------------------------

-------------------------------------

------------------------------------------

------------------ Fax: --------------------Email: ------------------

6. Date of Birth:
7

Educational Institutions:
College:
Seminary:
Doctoral:

8

Years you served this church:
From:
To:

9. Average attendance:

Began:
Present (or when left) :
10.

If available what is your profile for:
DISC -

Meyers-Briggs -

11.

What are your Spiritual Gifts?

12.

Were you in a small group that provided
support/accountability during this time of growth?
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APPENDIX B

Interview Questions:
1. You have pastored this church from a relatively small congregation to its
present size. Has the growth of the church been steady and continual or
were there stages/plateaus that marked different phases in the history of
the congregation?
(If needed, ask the next A and B to help get the interviewee talking.)
A. What specifically characterized each of these stages?
B. If you were asked to write the history of this congregation where
would the chapter breaks occur and what would you title the chapters?
2. As the pastor did your role change any at each stage as the church grew
larger? Or to ask it another way, What were the primary functions of
your ministry during each of these stages?
3. Did these role changes involve only outward functions, or did you also
experience inner, personal changes?
- What were these?
- Which were the most difficult? Why?
- Which were the easiest? Why?
Alternative questions:
- How have you changed in the process of growing this church? And
how have you felt about making those changes?
- When did you feel least secure, most personally challenged; What was
the hardest transition, the most painful experience, the greatest
obstacles, etc.?
4. What were the major obstacles to your personal changes?
5. What helped you through the change process?
6. If you spoke to a group of new pastors who were trying to grow churches
similar to what you have, what would you say to them regarding the
changes they would need to make to be effective in developing
themselves and their church?
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APPENDIX C

May 12, 1998
Dr. Frank Barker
Briarwood Presbyterian Church
1534 Old Ridge Rd.
Birmingham, AI. 34654
Dear Dr. Barker,
Thank you for agreeing to be part of my doctoral dissertation. Enclosed you will
find a background questionnaire and the questions for the interview itself Please
complete the background questionnaire and spend some time reflecting on the
questions in advance of our interview.
The purpose of this dissertation is to look at an area of church growth that has had
little or no study: the internal ways a pastor must change as the church grows.
Much study has been done on the external changes needed for a church to continue
to experience growth. These external shifts include delegation, leadership style,
moving from "shepherd" to "rancher," and time management.
My assumption is that in order for a pastor to be able to lead the church through
these necessary external changes, he/she must also make some internal changes.
These shifts might include a willingness to give up favored ministry activities,
changes in attitude, loss of control, the death of some personal dream, and so on.
You have pastored a church through several stages of growth and might have
made these internal changes. Could you reflect on this part of your leadership in
advance of our interview? I would like to compare the experience of thirty pastors
who have taken churches from an attendance of fewer than 150 to over 800. The
findings will hopefully be useful to pastors in the future who face a similar
situation in growing churches.
Again thank you for your time and cooperation. I look forward to working with
you.
Very truly yours,
John G. Keams
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APPENDIX D

Thursday October 16, 1997
Rev. Jeff Spiller
Changes have not been methodical, but God has changed him.
"How I have changed as a leader as my church has grown."
1. My sense of identity and worth are not too closely linked with role as
pastor.
- Must be able to give up ministry to laity.
- Must be mature and secure enough to separate.
2. Life could no longer be simple and in order.
- Growth means being able to live with complexity and a constant
multiple agenda. CAN NOT do just one thing at a time. There always
are a lot of things going on. Must juggle these things. Church will
have you limitations.
3. Had to give up his need to be in touch with everything going on in your
church.
4. Give up his belief that the church could do all things well. They had to
target what they would do well. Particularly early on. Later you can do
more things well.
5. Had to give up his fear of failure. Try, if it fails, try again later. Failure
means timing was not right. Only two of tens ministries may work. But
you have two more.
6. Abandon his belief that everyone would like him. Not everyone will go
with you.
7. Had to consistently redefine his strengths to be sure he was doing what
god wanted for the whole body of the church. Do what the whole church
needs to help the church grow.
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8. Changed from hiring the staff they could ~~afford" to hiring the people
who could take them into the next century and who would stay with them
for several years.
9. Had to be willing to do things he didn't like so they could grow.
Illus.- "knowing everybody's name."
- "Visiting in everyone's house." (What would you change?)
- Fewer hospital calls. This hurts preaching, not knowing where their
people are emotionally.
10.Quality staffmg, ministry, lay leadership, and church takes a lot of time
and tenure.
11. Change understanding of time spent for self versus time spent in
ministry. Must model a good spiritual life, family, health, etc. Your
people will observe how you live.
12. Changed preaching and worship styles in order to reach the unreached
people.
I3.Be opening and accepting in how God works in people's lives. Not
putting God in a box. As long as the bottom line is changes lives through
the power of the Holy Spirit, then the method is not crucial. Our comfort
is not the bottom line. With a congregation of 500 or more you will have
the whole range of theology in your members.
- If you let people know you do not condemn their experience, you will
disarm them from being defensive.
I4.Do not underestimate God. Just hang on.

'----Name
Ray Armstrong
Frank Barker
Mike Breaux
Bill Couch
Billy Joe Daugherty
David Ferguson
Bob Flayhart
Dale Galloway
Jim Garlow
Tommy Gray
Cynthia Hale
Adam Hamilton
Jerry House
Walt Kallestad
Warren Latham
Jim Leggett
John Ed Mathison
Calvin Miller
Norman Neaves
Greg Nettle
Rick Ousely
Randy Pope
Harry Reeder
Steve Riggle
Ed. Robb
Glenn Schneiders
Michael Slaughter
Steve Sjogren
Jeff Spiller
Brian Tome
Rob Weber
Bruce Wesley
Summary

State
Wa.
AI.
Nv.
Tx
Ok
Illinois
AI.
Or.
Tx
AI.
Ga.
Ks.
Tx
Az
Ga.
Tx
AI.
Nebr.
Ok
Oh
AI.
Ga.
N.C.
Tx
Tx
Ky.
Oh.
Oh.
AI.
Oh
La
Tx
Total- 15

Tx. -7
AI. - 5
Ohio-4
Ga. -3

Denomin.
CEA
PCA
Christian
UM
NA
Christian
PCA
NA
Wesleyan
UM
D.ofChr.
UM
UM
Lutheran
UM
UM
UM
Baptist
UM
Christian
Baptist
PCA
PCA
CEA
UM
Christian
UM
Vineyard
UM
NA
UM
NA
Total- 10

UM -12
Xtn - 4
NA-4
PCA-4
CEA-2
Bapt. - 2

Birth Yr EducLeve
Av.Attnd
Stay
DISC
57
College
2100
12
32
Masters
3000
I
39
56
Masters
1600
3
C-S
49
Masters
1050
20
52
Doctorate
5800
18
0-1
62
Masters
1430
10
850
1-0
59
Masters
11
0
39
Doctorate
4000
23
47
801
Doctorate
12
Doctorate
900+
64
3
52
Doctorate
1000
13
64
Masters
4500
9
67
Masters
900
4
48
Doctorate
3500
21
2500
1-0
52
Doctorate
24
875
65
Masters
3
Doctorate
4600
27
38
36
Doctorate
1700
25
41
Doctorate
2300
31
0-1
1200
62
Masters
10
51
College
4000
1-0
9
51
Masters
3500
22
0-1
3000
48
Doctorate
16
0-1
Doctorate
4000+
50
16
Doctorate
2100
50
21
53
Masters
1150
12
0-1
3000
52
Doctorate
20
4500
55
Masters
11
2055
54
Masters
20
I
1100
Masters
65
2
I
950
Doctorate
7
60
D-C
1200
Doctorate
6
60
70261 0-11
480
Av.52.8 Doc. 16
Av. -15.0 AV.2195 I - 11
(Age 49.4) Mas. 30
Coli. 32
Med.12 Med2050 8-1
C-2
Med. - 52
NA-18
(Age 47)
E8TJ
INTJ
INTJ
ENTP
INFP
INTJ
ENFP
ENTJ
INJT - 5
ENFJ - 3
ENFP-2
ENTJ-2
ENTP-2
ESFJ -1
ESTJ -1
INFP -1
ISTJ -1
N.A. - 14

INTJ
ENTJ

ENTP

ENFJ

ENFJ
INTJ

ENFP

ENFJ

ESFJ

ISTJ

MIB

Preach. EVang
Pr. Ld. Mentor. Rela!.
Ld.Ev.Prop.Giv.
Proph.Ld.Exh.Mer.
Exh.Ld.Wisdom
Te.Pr.Ld
Ld. Te. Encour.
Comm.Ad.Relat.
Ld.Ev.Pr.Mercy
Ev.Ld.
Te. Ld.Proph.Exhor.
Ap.Ld.Te.Ev.Proph
Ld.Pr.Discern.
Ld.CrComm.Wisd,Ap
Ld.Teach.
Ld. - 25
Teaching 17
Evang.- 9 1 ea. For:
Preach-7 Discern.
Adm. -5 Faith
Pastor- 5 Giving
Proph.-5 Healing
Exhor-4
Interces.
CrCom3 Mercy
Discip-2
Relat.-2
NoAn2

Y
Y - 22
N-7
NA-3

Y

Y
Y

Y
Y
N
Y

Y
Y
Y

N

Y
Y

Sm Grp?
Spiritual Gifts
Ld, Teach.
N
Pr,Tch,Ld,Ev.
Y
Ld, CrComm, Teach, E
Y
Teach.Past.Ld
Y
Pastor,Te.Ev.
Ap.Ld.Ev.Teach
Y
Teaching
Y
Ld.Pr.Te.Ad.Faith
Y
Te.Adm.Ld,Disc.Heal.
N
Te.Ld.Proph.Pastor
Y
Ad.Te.Pastor.
Y
EV.Pr.Ld.
N
N
Ld. Giv. Ev. Faith
N
Ld.Ap.Proph.Ad
Y
Te.Pas.Ld.Ad.lnter.
Y
Gender
M
M
M
M
M
M
M
M
M
M
F
M
M
M
M
M
M
M
M
M
M
M
M
M
M
M
M
M
M
M
M
M
F-1
M-31

t:IJ

X

H

tJ

Z

t:IJ

~

I"CJ
I"CJ

o
co

i-'

(JJ

:;:l

11

III

:A!
(I)
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